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ABSTRACT: Professionals, CPD and Employability 
This thesis presents the findings of a study ofD.K. Human Resources professionals, 
and factors relating to their Continuing Professional Development or CPD. The study 
has investigated their attitudes to CPD (CPDV), what CPD they actually engage in 
(CPDE), and the statistical relationships between employability, CPD, and a number of 
biographical and attitudinal variables. As a subsidiary aim, the study developed and 
tested a scale of employability, as no appropriate measure was discovered prior to the 
field research being undertaken. 
While the respondents engaged in CPD, they did so for reasons of professional 
commitment rather than a concern for their employability, and that the CPD undertaken 
tended to be either informal or organisationally-driven. Examination of relationships 
between the study variables using multiple hierarchical regression saw biographical 
variables explain 4.1 % of the variance in the perceived value of CPD, and attitudinal 
variables a further 13.5%. Biographical variables explained 10.7% of the variance in 
employability, and attitudinal variables a further 30.3%. 
The study has concluded that professional organisations may have some way to go 
before they achieve the comprehensive engagement with CPD that may become (and is 
already in some organisations) mandatory, and that this gap relates to individual's self-
perceived needs in addition to aspects of record keeping and attitudes to the profession 
generally. More encouraging has been the development of a new measure of individual 
employability that compares well against the limited empirical literature in the field, 
and appears to be a distinct construct to SUbjective career success .. Overall, the study 
has contributed to our understanding of professionals, their attitudes and values, and 
especially their attitude to and engagement with CPD. Although it was not an original 
aim, the development of the scale of individual employability may well turn out to be 
the principal theoretical and practical contribution of this research, as a concept that 
becomes part of a new paradigm of the psychology of work in the 21 st century. 
Andrew Rothwell, June 2003. 
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CHAPTER 1: AN OVERVIEW OF THE THESIS 
1.1 Introduction 
This thesis presents the fmdings of a study of professionals and their continuing 
professional development (CPD). Based on a sample of Members and Fellows ofthe 
Chartered Institute of Personnel and Development, and conducted with the support of 
the Derbyshire and Nottinghamshire branch, the aims of the research were to examine 
the value individuals place on CPD, what CPD they actually engage in, and how the 
value ofCPD correlates with subjective career success, professional commitment, and 
employability. The development and testing of a scale of employability was a subsidiary 
aim, as no appropriate measure existed in the literature at the time the study was 
undertaken. The study has addressed a range of further research questions in relation to 
the variables employed, including the influence of age, gender, professional membership 
level and organisational level, bivariate relationships between employability, subjective 
career success and CPD, and the extent to which selected variables predict the variance 
in the perceived value ofCPD, and individual employability. 
The choice of subject matter reflects the author's interest and involvement in 
professional education and development, especially in relation to the Chartered Institute 
of Personnel and Development. The research project has developed from a study of 
organisational commitment and psychological contracts, to a more individually based 
frame of reference that is believed to be more appropriate to employment conditions for 
professional people in the 21 st century. The remainder of this chapter introduces the 
context for the research, and further explains the rationale for the choice of subject 
matter and sample. 
1 
1.2 Aims, focus and justification for the thesis 
Much has been written about the changing nature of work and organisations, changing 
careers and career management (eg. Pieperl and Baruch 1997, Arnold, 1997), changing 
psychological contracts ( ego Herriot and Pemberton 1996, Rousseau 1995, Sparrow 
1996) and the negative impact that all of this may have on individuals and 
organisations. However it is believed that little attempt has been made to construct a 
positive framework of reference for individuals to move proactively beyond merely 
coping in a turbulent labour market, to developing and sustaining a successful 
professional career. 
The study focuses on professional workers, but it is necessary to establish first, at the 
start of the 21st Century, what is a professional? In the 1980's and 1990's there was an 
increasing tendency for occupations to: 'regard themselves as professional', (Morrow and 
Goetz 1988.109). 'Professionalisation' was defined as 'encompassing everyone who has 
a level of specialised knowledge' by Greenwood and Lachman (1996:565.); while the 
growth was also emphasised by Critten (1999:1): 'Coming out of the closet: we're all 
professionals now'. Who therefore, are professionals? Members of the ClPD, as 
professional workers who are generally employed in organisations, were chosen for this 
study because of their attributes such as engagement with CPD and learning, and having 
the potential for professional allegiances that go beyond organisational boundaries. It is 
suggested that these are individuals who may have a strong sense of self-worth in the 
employment marketplace; who, with a positive and proactive approach with a 
foundation in learning are not dependent on employer patronage, and who could see 
their profession as their primary referent. 
At the same time, there has also been an increasing tendency for Continuing 
Professional Development (CPD) to be used as an umbrella term for professionals' 
learning and development activities, and for this to be linked to either their licence to 
practice or professional accreditation. However while the term CPD is widely used and 
2 
written about in a descriptive sense, there has been little empirical investigation of what 
kinds of CPD professionals engage in and why, and its impact on individuals' attitudes 
at and beyond work. For example, to what extent does learning through CPD influence 
perceptions of sUbjective career success - or vice versa? What influences, helps or 
hinders the intensity and effort with which individuals engage in CPD activity and can 
we measure this? Does engagement with CPD enhance an individual's self-perception 
of employability? 
On employability, this is again something about which much has been written in the last 
decade, but as Rajan et al.(2000:23) observed: 'It is one ofthe few words that has gone 
from cliche to jargon without the intennediate stage of meaning'. The research set out to 
establish if this meaning existed, what it was, and how employability could be 
measured. Developing a scale measure of employability was not originally a primary 
aim of the research although ultimately this was to prove necessary given the scarcity 
and irrelevance of other measures in the field. 
So what was the project about and why was it worthy of our attention? In a world 
where more and more occupations regard themselves as professional; where working 
lives and careers are much less certain, safe or predictable than they once were, how 
can professionals stay ahead of the game? Their professional associations urge them 
to engage in CPD, but why should they do this and what do they get out of it? To what 
extent does their CPD influence, or is influenced by, their self perceptions of career 
success and employability? This research aims to go behind the rhetoric, to establish 
what are the motives for engagement and practical benefits perceived by professionals 
related to their CPD activity. It is anticipated that the results may begin to explain the 
anecdotally Iow levels of engagement with CPD, may actually confinn positive 
attitudes towards CPD, and make connections to professional's perceptions of career 
success and employability. 
As individual fields, CPD and employability have been found to be relatively under-
researched, despite being widely written about. This research project aims to break 
new ground in connecting these, and with subjective career success, then examining 
3 
these fields within the context of professional workers in the UK, specifically focusing 
on members of the Chartered Institute of Personnel and Development. This is an 
organisation with which the author has close links, and without whose cooperation the 
survey could not have been conducted. Due to the dynamic nature ofthe Human 
Resources field, it is suggested that for these individuals keeping up to date through 
CPD should be a high priority. Professional updating is a live issue for almost all 
professional organisations at the present time, yet there has been very little empirical 
research on what it is, and what benefits members might gain from engaging in it. 
1.3 The structure of the thesis 
The next chapter (chapter 2) considers the context of the research: the changing nature 
of work and organisations, and of managerial and professional careers. It also considers 
the nature of the research popUlation, and presents literature review findings on 
professional workers and professional work at the start of the 21 st century, with a 
particular emphasis on the 'management' professions, such as Human Resources. From 
the literature review, a sound operational definition of professionals for the purposes of 
this study, is established. This chapter also considers the nature of professional 
commitment, and the relationship that professionals have with their professional 
associations. 
Chapter 3 presents a literature review in relation to the study variables. First, it reviews 
the literature on CPD including the limited empirical literature and selected descriptive 
literature, including an evaluation ofthe role of the professional associations, and their 
policies and guidance on CPD (especially the CIPD). It explores professionals' attitudes 
to CPD, and considers how these variables can be measured. Second, the chapter 
considers definitions of employability and explores the potential for measurement of the 
construct based on issues identified in the (largely practitioner) literature that existed at 
the time the study was undertaken. Finally, chapter three identifies the attributes of 
career success that are relevant to the present study, and evaluates a range of measures. 
Following the literature review, themes, issues and methodological implications will be 
4 
identified, the latter being explored more fully in chapter four. 
Chapter 4 (methodology) therefore will draw together themes from the preceding 
chapter, and thus informed will present a rationale and justification for the qualitative 
and quantitative methods employed to gather primary data. In this project initial 
exploratory work was essentially qualitative using semi-structured interviews with a 
sample of twenty individuals from a range of professions. Analysis ofthe results of 
these, when combined with the literature findings, informed the design of the 
questionnaire that was administered to nine hundred and seventy three Members and 
Fellows of the Chartered Institute of Personnel and Development (MCIPD's and 
FCIPD's) in the Derbyshire and Nottinghamshire branch area. This was composed ofa 
series of sub-scales that measured professional commitment, attitudes to CPD, 
andragogy (orientation to learn), self-perceptions of employability, and subjective career 
success. Where new scales were devised for the purposes of this study they were found 
to have acceptable internal reliability coefficients, with the exception of'andragogy', 
which was not included in the final analysis. The questionnaire also included a listing of 
strategies for engagement in CPD, and asked respondents to identify the extent to which 
they were important to them as individuals. 
Chapter 5 presents a brief overview of the results of the qualitative study, and considers 
how these informed the more substantial survey undertaken later. Research questions at 
this stage related to professionals and professional organisations, to continuing 
professional development and learning, and to employability and careers, with the broad 
aim of focusing the research and clarifying some of the issues for the survey stage. The 
chapter includes some reflections on the limitations of qualitative research in the context 
of this study. 
Chapter 6 presents a consideration of the employability scale devised for the purposes of 
this study. As has already been stated this was not an original aim of the research but 
became a matter of necessity when no suitable scale was discovered in the literature 
review. Subsequently, an acceptable scale was found (Van Der Heijden 2002:53) 
although the one developed here shows better internal reliability with the present 
5 
sample. Factor analysis revealed the presence of two sub-scales, and their relationship 
will be considered. Chapter 6 also considers the issue of construct redundancy in respect 
of employability with particular reference to subjective career success. It is believed that 
the development of the employability scale represents a major outcome of this research 
and further refinement and testing will form a major part of the author's research activity 
beyond the scope of the present study. 
Chapter 7 presents an overview of the exploratory statistical findings. The response rate 
of approximately 24% was believed to be acceptable given the exploratory nature of the 
research, the size of the sample, and the length of the questionnaire. The results were 
interesting in themselves, notably relating to the sample attributes (eg. age distribution, 
gender, job level). Most of the scales devised or adapted for the purposes of this study 
proved to be at least satisfactory, although there remains a need to devise a satisfactory 
measure of an individual'S orientation to engage in learning. The chapter also presents 
the descriptive results of the 'CPD engagement' survey items. 
Chapter 8 presents a further analysis ofthe results using SPSS, where the bivariate 
relationships and intercorrelations are explored. Briefly, some of the correlations appear 
modest but are nonetheless statistically significant as one might expect given the sample 
size (232). Overall however the sample were not as favourably disposed towards CPD as 
had been anticipated, especially given the lead that their Institute (the CIPD) has taken in 
promoting CPD. Furthermore, the sample's attitude to the value of CPD did not show as 
strong a correlation to the other variables (professional commitment, perceived 
employability, career success) as had been expected. Multiple hierarchical regression 
was used to predict the extent to which the other variables explained the variance in 
employability and the value of CPD respectively, while controlling for gender, 
professional level and job level. Finally, because there is a lack of research in relation to 
some of the variables, a series of research questions are addressed throughout the study 
in order to facilitate understanding of their significance for a professional sample. 
Finally chapter 9 presents an overview of the research findings as a snmmary of 
responses to the research questions and hypotheses. It evaluates some further 
6 
implications ofthe research, including the appropriateness of the Institute of Personnel 
and Development's CPD policies and support given the diversity of its membership. It 
considers the implications of the findings ofthe hypotheses and research questions and 
their fit with the limited existing literature. The implications of this research for future 
conceptual and theoretical study are considered. As CPD is very much a 'live issue' for 
many professions at the present time, the practical and professional implications for 
institutes and their members are suggested. Finally, an agenda for continuing research is 
proposed, including the potential for extension and replication. The next chapter (2) 
begins with a consideration of the changing nature of work and careers, as the context of 
the research. 
7 

CHAPTER 2: THE PROFESSIONALS 
2.1 Introduction 
This literature review aims to provide a context for the research, to facilitate 
understanding of the literature relating to aspects of the research, to assist in the 
formation of research constructs, and to inform methodological decisions. The project· 
focused on members of the Chartered Institute of Personnel and Development as 
professional workers who are primarily in management-related occupations, their 
Continuing Professional Development, and the relationships with self perceived 
employability, career success and professional commitment. This literature review 
chapter covers a corresponding range of topics, in the following parts: 
• The changing nature of the work and organisational context 
• The changing nature of management and professional careers 
• Who are we studying and why, an historical perspective on professionals in the 
workplace 
• Professionals defined 
• Professionals in contemporary organisations and society 
• Professional commitment 
• Professional work in the 21 st century: who professionals are and what they do 
• Professionals and their relationships with their associations 
A literature review relating to the study variables other than professional commitment 
(ie. Continuing professional development, career success and employability) is 
considered in chapter 3. 
2.1.1 The work and organisational context for professionals at the start of the 21st 
century 
Traditional organisational behaviour assumed that individuals (especially managers and 
professionals) were generally employed in large organisations, which supplied job 
satisfaction in response to key needs such as security, self respect and personal status, 
independence, and personal growth (Watkins et al. 1992:43, Rousseau 1995:93). From 
the 1940's to the late 1960's the demand for labour was high, and skill requirements for 
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work changed relatively slowly. Trade unions were strong and were able to slow or stop 
change at work (Kessler & Undy 1996:iv). Employee rewards, in tenns of salary, 
security and status, were generally sufficient to offset the costs of loss of family life (for 
managers and professionals) or being locked in to one pattern of employment. 
In the 1980's, in the face of growing competitive pressures, organisations went on crash 
diets to reduce costs but did not necessarily become healthier (Doherty 1996:471). The 
nature of Employee Relations changed, and management control in the U.K. was 
reasserted, supported by legislation. Downsizing and delayering eradicated many of the 
structures that had supported long-tenn careers. As Herriot and Stickland identified 
(1996:466): 
, - The consequences of these developments for employees have been profound. The 
restructuring has changed the nature of the deal that most thought they had with their 
employer, viz: job security in exchange for loyalty and hard work. Many .... feel both 
insecure and angry.' 
These changes are now considered in detail. The following sub-headings generally 
follow Jackson et al (1996:1 et seq.) from the field of career theory. 
Globally, shifts in economic activity are occurring. The world moves in and out of 
recession, and national or regional economies wax and wane. Jobs are seen to migrate to 
low-wage areas such as India, the Pacific Rim or Eastern Europe. Communications 
technologies mean that infonnation processing can occur in remote locations where 
wage costs are lower, or time zones are favourable: companies on the West coast of 
Ireland process data while their American customers sleep. According to Rajan and Van 
Eupen (1998:6), the U.K. has established a lead in insourcing such work. 
Nationally, shifts from a traditional U.K. manufacturing base to the service sector 
produced job decline and boom in these sectors respectively in the 1970's and 1980's, 
with a subsequent decline in financial services in the 1990's due to competitive pressures 
and the automation offonnerly labour intensive processes. Rajan and Van Eupen 
(1998:3) suggested that 150,000 jobs or 15% of the total had been lost in fmancial 
services in the period 1990-1998, referring to this phenomenon as jobless growth: 
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requiring fewer people to produce more output. In all developed countries the proportion 
of the working population employed in manufacturing had fallen from about 40% in 
1950 to 22.4% even by 1990 (Watkins et aL 1992:18). 
Organisationally, cultures are changing, for a variety of reasons. The ownership and 
regulation of public organisations in the U.K. was affected by privatisation and 
deregulation in the 1990's. Throughout western economies, cost and competitive 
pressures have brought about downsizing, delayering and restructuring. Rajan and Van 
Eupen (1998:16) listed profitability pressures, cost pressures, customer expectations, 
price and non-price competition, technological change, shareholder pressures, regulatory 
standards, mergers and acquisitions and shorter product life cycles as being significant 
change drivers. 
Kessler and Undy's 1996 IPD-sponsored study of psychological contracts identified that 
57% of their sample organisations had had redundancies, 75% had experienced 
restructuring, 85% had introduced 'new technology', and 79% new working practices. 
Greater use of outsourcing can be seen, with organisations refocusing on their core 
competencies and emphasising cross-functional teamwork. A range of managerial fads, 
fixes and fashions have been tried (and often abandoned), as Rerriot and Pemberton 
(1996:465) identified 'often under the banner of Human Resource Management'. These 
included total quality, learning organisations, and empowerment, as well as business 
process re-engineering and various so-called Japanese work practices such as kanban or 
kaizen. Many organisations (see, for example, Kessler and Undy 1996:32) had 
attempted culture change initiatives. There is an increased emphasis on performance 
management and pay-for-reward. The same study also described how organisations in 
the former public sector were becoming more customer-focused. 
Individually, most people work more than their contracted hours (Guest et al 1996:34), 
on average nine hours per week. Rajan and Van Eupen (1998:43) identified an 'hours 
drift' in the financial sector, where knowledge workers were expected to work longer 
than contracted hours, whilst clerical and administrative staff were working variable 
hours around the set day. They describe this as part of an 'emerging ethos' of being paid 
for performance, not the time at work. Guest et al. suggested that those who work the 
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longest hours were identified as being afraid oflosing their jobs, in upper management, 
who still seek traditional career advancement. Advancement opportunity was reduced 
through 'delayering' management roles. The disenfranchisement of the middle classes 
was a real concern for some individuals in the 1980's and 1990's as those who had 
previously held secure and lucrative positions such as in banking and finance lost their 
jobs, and public servants such as teachers and lecturers saw relative living standards 
continue to fall. Their children's University degrees no longer guaranteed a fast-track 
career due to saturation of that labour market, and even the value of their homes fell in 
the early 1990's, shaking the core values of British society. 
The workforce itself is changing shape, in addition to the general changes described 
above. As lackson et al. identify (1996:15), in the 1980's there was much speculation 
about the 'demographic timebomb' and the likely recruitment shortfall for employers, 
although recession meant their fears were ill-founded. There was an ageing workforce 
throughout Western Europe, although this differed according to ethnic group, with the 
effect that the future workforce will exhibit greater ethnic diversity. There has been a 
significant increase in the participation of women in the workplace, and they are having 
children later in life. The domestic circumstances of the workforce are changing with the 
decline of both the extended and nuclear families. There is mass withdrawal of men 
aged 55 plus from the workforce, due to both 'early retirement' and the effects of age 
discrimination on older workers. Guest et al. (1996:20) suggest the existence of a 
marginalised subsection of the workforce, with few qualifications, and no particular 
experience. 
lackson et al. describe (page 17) rising levels of educational attainment as one of the 
major long term changes in the population with very significant increases in the numbers 
of bachelor degree graduates, although the U.K. generally lags behind competitor 
nations in terms of educational attainment. Qualifications gaps between men and women 
are narrowing, with concern being expressed about younger male under-achievement. 
Vocational Education and Training (VET) initiatives such as NVQ's have sought to 
encourage people to take more responsibility for their development and skill updating, 
with a growing emphasis (in rhetoric and intention, if not necessarily in practice) on 
lifelong learning. 
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In addition to the sectoral changes in the economy described above, there is now a 
greater emphasis on employment in Small and Medium Sized Enterprises (SME's) and 
self-employment, despite high levels of business failure. Numbers employed in manual, 
secretarial and clerical work will continue to fall, and numbers employed in 
professional, managerial, scientific and technical occupations will rise. Unemployment 
is now much higher than in the past, with on average more than one in ten males and 
one in seventeen females unemployed in the U.K., with higher figures for men at the 
extremes of the age range. These figures disguise changes in counting the numbers of 
unemployed introduced in the early 1980's - the real values are higher still. Traditional 
regional differences in employment levels persist, with Wales, Scotland and Northern 
Ireland particularly affected. 
Flexibility in employment is perhaps one of the most significant areas of change 
affecting work and workers, which had earlier been expressed as core and periphery 
work (Atkinson 1985). Rajan and Van Eupen (1998:8 et seq.) categorise this along four 
dimensions: 
• temporal flexibility: the timing of work (eg. part time, weekends, flexi-time, twilight 
shifts) 
• locational flexibility: (eg. remote working, hot desking, telecommuting, office 
hotelling) 
• numerical flexibility: (eg. contract working, job sharing, annual or zero-hour 
contracts) 
• functional flexibility: (eg. outsourcing, flexi-roles) 
In general, such employment fonns are: 
• appropriate to growth areas of employment, ego retail, services, technology based 
industries 
• appropriate to the customer focused approach ego providing out of hours banking 
services 
• appropriate to the working needs of women ego twilight shifts, tenntime working -
and young people ego entry-level jobs (and pay) in call centres 
• appropriate to the just-in-time workforce (Rajan and Van Eupen 1998 :40) of agency 
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workers or short term contracts 
• contradictory to traditional notions of job-for-life, security, traditional male 
employment. 
• increasingly likely to apply to professional work and knowledge work (the focus of 
the present study) 
- and on the whole are likely to become more rather than less prevalent. Rajan and Van 
Eupen observed that (1998:41): 
, - more novel forms of working, like annualised hours, zero-hour contracts - are still in 
their infancy in most industries.' 
Jackson et aI. (1996) acknowledged that these changes would affect individuals, 
employers and society as a whole. For individuals, qualifications and training are 
emphasised, with a need for a more flexible approach. Employers are urged to consider 
more flexible employment policies, and investing in the skills of their workforces as a 
source of competitive advantage; whilst the social consequences again relate to a need to 
promote continuing training. Other key social issues relate to social exclusion, and the 
ability of national structures such as the welfare state to cope with increased dependency 
and the needs of an ageing population. 
In spite of the above, as Guest et al (1996:34) suggest, '- work retains a strong hold on 
our lives' for many managers, particularly. 
, - work remains a central and enjoyable part of [their] life and they are willing to put in 
these hours and accept the consequences.' 
Other benefits accrue from work according to Kessler and Undy (1996:v). These include 
experience, one's personal identity, trust, and shared interests with colleagues, which 'lie 
at the heart of the employment relationship and affect day to day behaviour'. 
Rajan and Van Eupen (1998:13) suggest that what they call the new mindset has so far 
relied on three motivators: pay and employer brand (ie. the desire to work for a 
particular employer) on the positive side, and fear of redundancy on the negative side. 
That suggests that this does not deliver the answer to the question, for employed people, 
of what's in it for me? If Herriot and Pemberton's New Deal (1995) is a dysfunctional 
one, and 'nothing moves at the other end' as Sparrow (1996a:497) proposed, what does 
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the future hold for people at work, and those who hope to manage them? As Herriot and 
Stickland (1996:466) suggested: 
'Organisations need the commitment of their employees to innovate, take risks and go 
the extra mile for the customer ... .' 
Individuals who have the skills and self-reliance to master the new environment are the 
ones who will succeed. This study therefore focuses on potentially successful and self-
reliant individuals at work, using quantitative and qualitative research techniques with a 
sample of professional workers who are generally in an employment relationship. The 
author's field of interest is the development of people in professional occupations, 
especially those professions with a 'management' orientation. The author has been 
engaged in management and professional education for most of his career, and seeks 
to investigate what the future holds for the managers and professionals, including 
those aspiring to such careers. How can they retain control of their careers in such a 
turbulent environment? The project therefore investigates their engagement with CPD, 
their attitudes to it, and how this correlates with their self perceptions of employability, 
professional commitment and career success. The following section examines the 
changing nature of management and professional careers. 
2.1.2 The changing nature of management and professional careers. 
In this part of the literature review consideration will be given to selected literature 
concerning professionals and their careers. What is the purpose of including this here? 
An individual's career, however defined, is the context within which professional life is 
located. In addition, perceptions of career success are a key part of the present research, 
although these are discussed in a separate section. Specifically, consideration will be 
given to basic concepts and definitions, beginning with a brief overview of traditional 
perspectives on careers, theorists, and concepts. 
There are many definitions and conceptions of what is meant by 'career'. Jackson et al. 
(1996:8), drawing from a wide body of literature, describe 'the sense that individuals 
make of their history and the skills, attitudes and beliefs they have acquired' as their 
'subjective career'; whereas 'objective careers' are the 'patterns of positions and work 
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experiences which occur in society'. In the present study both are significant: Beardwell 
and Holden (1994:303) suggested that professionals' perceptions, learning and 
development affect their patterns of employment and professional development, their 
rewards, and their relationships with employers and other professionals. Kanter (1989) 
distinguished 'bureaucratic' and 'professional' careers, the former characterised by 
traditional advancement through an organisation, the latter often having only weak links 
to employing organisations, and being defined by 'craft, skill,' - or - 'societally valued 
knowledge'. Those with 'professional' careers can command a price in the marketplace, 
and are less reliant on organisational progression. 
Traditional perspectives on careers 
The idea of the 'organisational career' was a powerful one, that prevailed in the literature 
into the 1980's (Arthur 1994:298), and will probably have been relevant to the early 
experiences of many of the sample, who entered work before that time. As Hirsh et al. 
(1995: 11) identified: 
This picture of the career in terms of onwards and upwards has been central to corporate 
life in the post-war period.' 
There is a wealth of literature describing the changes that have moved careers on from 
traditional expectations. In the present study, commentary on the contextual changes has 
been presented in the introduction, and it would be appropriate to say that in the modem 
era, taken for this study as being from 1975 onwards, the certainties associated with 
most traditional careers no longer existed. 
Arthur and Rousseau (1996:29) proposed new meanings for some basic concepts which 
included the following: 
'Career: old meaning: a course of professional advancement; usage restricted to 
occupations with formal hierarchical progression, such as among managers and 
professionals. New meaning: the unfolding sequence of any person's work experiences 
overtime.' 
'Organisation: Old meaning: a legal entity defining authority relations and property 
rights. New meaning: organising through networks, value chains and so on; a more 
dynamic, process-centred usage.' 
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The authors emphasised the importance ofleaming and personal networks, as well as 
providing a lexicon of definitional changes for widely understood concepts. Similarly, 
Nicholson (1996:41) described the new organisational paradigm as: 'a network of 
connected goals and structures ....... ' where manager's roles are those of portfolio 
specialists. Nicholson proposed a systems view of Career Development, integrating 
people systems, job markets and information systems, including the utilisation of 
information networks for personal networking. Arnold et al. (1995:330) describe the 
demise of the linear career concept and the rise of spiral and transitory career concepts. 
There is also an extensive body of literature on the effects of downsizing in 
organisations on careers, especially managerial careers. For example, Inkson (1995) 
conducted a longitudinal study from 1980-1992 of a sample based on members of the 
(U.K.) Institute of Management, to consider the effects of economic change on career 
stability. The study encompassed two periods of recession and identified increasing 
levels of discontinuity in managerial careers, and a declining tendency for individuals to 
buy into organisational culture. Inkson concluded that there was a need for increasing 
attention to be paid to career development, but in terms of personal rather than 
organisational values. 
Herriot, Pemberton and Hawtin (1995) studied the effects of major change on mature 
managers in the Finance sector, linking career beliefs and evaluations to career 
intentions. They found that the managers no longer expected a traditional upward 
progression career, but did believe their jobs would get bigger, with more responsibility 
and variety. They did not believe however they would get much help from the 
organisation regarding their development, with the suggestion that (1995: 185): 
'responsibility for their own development had been offloaded on them ..... .' 
Peiperl and Baruch (1997:7) described the demise of traditional hierarchically bound 
careers, through the rise of cross functional or geographic movement, to 'leaving the 
organisation behind' where individuals identified more with their profession than their 
company, possibly in an outsourced context. They suggested that for many employees 
work arrangements were actually moving back to a pre-organisational stage, oflow 
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security, high risk and a location close to home (eg. through teleworking). The writers 
held out hope however, in the form of identifications with professions, agencies, and the 
community, possibly in the context of 'virtual organisations and globally linked careers'. 
These are characteristics relevant to the sample for the present research in that a higher 
than expected number of respondents were found to be working outside of formal 
organisation structures. 
Thomas and Dunkerley (1999:157) studied 'middle managers' in downsized 
organisations and painted a gloomy picture. Their qualitative study showed a negative 
prospect for middle aged male managers, while women in similar roles often fell 
victim to traditional gender based stereotyping. Their methodology will be referred to 
later as it helped to inform the qualitative aspects of this project. 
Boundaryless careers 
We have established that for many individuals, careers are no longer associated with 
one organisation and linear progression. An alternative conceptualisation was 
described by Arthur (1994:295) as the 'boundaryless career', which has a number of 
distinctive attributes. These include moving across the boundaries of separate 
employers (eg. the typical Silicon Valley career), drawing what he called validation 
and marketability from outside the present employer (eg. academics, skilled workers), 
being sustained by extra-organisational networks (eg. real estate agents), not reliant on 
hierarchical progression, possibly involving radical change for non-work related (Eg. 
family, work-life balance) reasons, and being part of a future perceived by the 
individual as boundaryless - that is, without structural constraints from organisations. 
Artbur (1994:296) suggested that: 
'a common theme to all these meanings is independence from, rather than dependence 
on, traditional organisational career principles.' 
This concept of the boundaryless career has substantial utility for the present study. 
Professional workers draw validation (and marketability) from external sources - from 
their allegiance to the professional body and their ability to trade their knowledge in the 
employment market place. They benefit from extra-organisational networks, again 
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through their professional association or through 'old-boy' networking. Many 
professionals have had to reject the organisational career for sideways moves, retraining 
or portfolio working in order to keep pace with the changing employment marketplace; 
leading to a redefinition of what Mirvis and Hall (1994:365) call psychological success -
the goals that we have for ourselves -later discussed as subjective success. 
Bird (1994:337) suggested that there were both benefits (through autonomy) and risks 
with boundaryless careers, particularly in the context of knowledge creation. There is an 
assumption that independent individuals are effective learners, but stress may cause 
individuals to fall back on 'over-learned behaviours' (page 338), and become locked into 
dysfi.mctional behaviour patterns. 'Andragogy': the ability of individuals to engage with 
learning, is discussed further in part three of this literature review. Bird also noted the 
importance of professional networks and cited professional conferences as an important 
conduit for information exchange. Knowledge creation in careers, Bird suggested, was 
affected by the structure of industries and job markets, the networks that existed within 
them, and the individual's ability to cope with the new autonomy of the boundaryless 
career. 
Within the boundaryless career literature, a number of further contributions to the 
present study can be identified. Jackson (1996a:617 et seq.) drew an interesting parallel 
with 'dance and drarna' careers in a piece of research fi.mded by the Arts Council of 
Great Britain. It was found that dance and drarna careers are often short term, temporary, 
seasonal, involve work outside the chosen profession and generally can be similar to 
what many futurists (eg Handy 1989) say about the pattern of work in general. 
Specifically, Jackson identified a number of factors as characterising the boundaryless 
career in Dance and Drarna, which have utility in the present study in the context of 
maintaining employability - again, a construct that will be revisited later. These factors 
included working to get work: the importance of networking, connections, one's 
reputation, and the importance of professional training. He emphasised managing a 
variety of work: doing different things, such as radio and television, and sometimes 
having periods not in work: a portfolio or discontinuous career. Jackson observed that 
working inside and outside the profession was also a feature. Some respondents to 
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Jackson's study engaged in part-time or short term teaching for example. Similarly 
'business consultants' or others who may originate in a range of professions often engage 
in part-time lecturing, itself an occupation (or profession?) subject to increasing 
casualisation. Meeting training needs on your own initiative while still eaming a living 
was cited as a major area of concern. This could produce a major problem in the long 
term: if more individuals become responsible for organising (and funding) their own 
updating, will the difficulty (and cost) of keeping pace with this produce increasing skill 
redundancy among the wider workforce? Jackson also reflected on the need for 
individual resilience to cope with frequent periods out of work. 
The contribution of Jackson's research is to enable the consideration of factors in the 
wider labour market based on lessons leamed in one field, where the prevailing 
conditions have come to parallel those emerging in society as a whole. He concluded 
that issues such as the need for entrepreneurial skills, career management and advice, 
labour market knowledge, and the need for ongoing training were central to success in 
the dance and drama field. What seems apparent here is the transferability of these 
lessons to professional careers in an era of raised managerial and professional career 
expectations conflicting with declining security for managers and professionals in many 
fields. Thus we return to leaming and training as the basis for career survival, with the 
individual not only in the driving seat, but navigating the route as well. 
A similar approach was proposed by Jones and DeFillippi (\996:89) who considered the 
V.S. film industry, and who drew an analogy with Kipling's six honest serving men: 
knowing, in career terms, 'what, why, when, how, where and who'. They focused on 
combining industry and self-knowledge, with recommendations including professional 
networking, avoiding becoming a commodity, and developing career timing as in 
knowing when to leave and when to stay. 
The extent to which individuals feel in control of their boundaryless (or boundary-
spanning) careers was discussed by King (2000) who concluded that in such careers, 
career self-management strategies such as self promotion, ingratiation, network 
development, job content development and strategic choices of job move would 
enhance perceived control which in turn had a positive association with mental health. 
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King also noted that self-based careers should not be too widely promoted, and urged 
caution against adopting simplistic or too broad based approaches. She suggested that: 
'the traditional career is still alive and well at least for some groups - ' - and that for such 
individuals, organisationally located career management strategies may still be 
appropriate .. 
In the preceding pages an evaluation has been attempted of the current state of careers 
for individuals, particularly professionals, in organisations. Changes to careers have 
been considered, with a range of perspectives including portfolio careers, boundaryless 
careers and career development. One's perspective on the future of careers depends 
somewhat on one's orientation towards optimism or realism. The former view, as 
expressed by Mirvis and Hall (1994:378) is of the 'path with a heart', where individuals 
will seek self-actualisation through a commitment to their life's work, where 
psychological success encompasses activities beyond organisational boundaries. They 
note however, that in a flexible future, the ability to form work relationships quickly will 
become very important, and emphasise the importance of social networks, as part of a 
broader sense of personal identity. 
Realistically, one must consider an individual's abilities to cope with an uncertain future. 
While much of the preceding section has emphasised the transitory nature of careers in 
the at the end of the 20th century, are individual expectations still locked-in to what 
Inkson (1995:193) called 'rational, hierarchical, proactive careers'? Inkson emphasised 
the need for more realistic vocational guidance, particularly for graduates with 
managerial/professional aspirations. There has been evidence to suggest that this is 
happening: one example has been the Association of Graduate Recruiters (1995) report: 
'Skills for Graduates in the 21 st Century'. This emphasised the need for attitude change 
on the part of employers in respect of their graduate recruitment policies, and of 
graduates themselves in respect of their career expectations, and emphasised skills such 
as self reliance in career and personal development, teamwork, networking and 
negotiating. The report also emphasised (page 46) the need for graduates to learn from 
their career and life experiences, and to continue learning throughout their careers, 
attributable in part (page 20) to the shortening half-life of knowledge. Persuading the 
working population to buy-in to, and optimise, an uncertain future remains a challenge. 
21 
As Arthur and Rousseau (1996:28) identified: 
'The shift from circumscribed careers to boundarylessness confronts us with a problem 
outside our previous experience. No nOffi)S and few models exist to tell us how to 
evaluate, plan, review, analyse, promote or otherwise live out a boundaryless career.' 
Allied to the changes to work described at the start of the literature review the 
changed psychological contract has the potential to cause dysfunctionality in work 
relationships (Sparrow 1996) and for individuals to re-revaluate their priorities for 
work-life balance (Herriot and Pemberton 1995, Kaschube et al. 1996), their affective 
commitment or turnover intention (Kessler and Undy 1996), and the extent of their 
investment in the work relationship, or to engage in CPD (Herriot and Pemberton 
1995, Makin Cooper and Cox 1996, Cavanagh and Noe 1999). This changed set of 
work relationships may have a consequence in somewhat variable responses to the 
field survey: one should not be surprised if some of the respondents feel bruised by 
their experiences of the millenial employment market. 
This section on the changing nature of work and careers has been included to facilitate 
understanding of the context within which the professional sample work, and of the 
factors impacting on their mindset in relation to their work. This includes: 
• for organisationally-located professionals, the idea of the 'organisational career 
(Arthur 1994) or the 'onwards and upwards' (Hirsh 1995) was 'central to corporate 
life in the post war period' 
• By the 1990's this concept of career had declined for many people (Arnold 1995), 
and alternatives included 'the unfolding sequence of any persons work experience 
over time' (Arthur and Rousseau 1996) 
• Other alternative paradigms included boundaryless careers (eg.Arthur 1994), , 
post-corporate careers (Pieperl and Baruch 1997), all emphasising the importance 
of networking, career resilience, and self-knowledge (Jackson 1996, Jones and De 
Fillippi 1996) 
• although some studies found that the traditional career is still alive and well at 
least for some groups (King 2000) 
• even for individuals in traditional careers, responsibility for development was 
often perceived to be 'offloaded on them' (Herriot et al. 1995), 
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• Thus careers move from a series of jobs to repositories of knowledge (Bird 1994), 
and organisations become platforms for learning (Defillippi and Arthur 1994), 
leading to the concept of the learning career (Rothwell et al. 1998) 
• the changes described have may also implications for our understanding of career 
success, which is discussed later. 
Given that many of the sarnple (and especially the older ones) will have spent a not 
insubstantial part of their working lives possibly exposed to a range of fairly bruising 
experiences, and given that the study focuses on CPD, then we might either expect 
some cynicism or apathy to the exhortations to 'do CPD' by professional organisations, 
or a recognition of the need to keep up to date in the face of change. There is a 
recognition in the practitioner literature of the outsourcing of traditional HR 
departments, so professionals are now being exposed to some of the changes predicted 
by for example Mirvis and Hall 1994, Jackson 1996a, and Pieperl and Baruch 1997. 
We might also consider whether CPD strategies provide professionals with the means 
to stay 'ahead of the game', and the support mechanisms that facilitate this. The next 
section of the literature review considers the individuals on whom the research is 
focused: professional workers, their role in the contemporary workplace, and their 
professional associations. 
2.2 Professional Workers: A Literature Review 
2.2.1 Introduction 
This research aims to evaluate the relationship of professionals' CPD with their 
professional commitment, perceptions of employability and career success. This section 
of the literature review focuses on the workers who will be the subject of the field 
research, on professional workers in general, with later detail on the Chartered Institute 
of Personnel and Development who are the focus of this study. Without wishing to pre-
empt too much of the following section, let us first remind ourselves why these workers 
were chosen as the basis for this study, and then the manner in which the literature 
review will be approached. In this section of the literature review we will focus on 
identifYing who professionals are and how they can be defined for the purposes of this 
23 
study. Considerations include which professionals we are looking at; what are the key 
issues facing professionals at work, professional commitment, and the role of 
professional organisations at the start of the 21st century. In later sections we will 
examine the literature relating to the variables under investigation: CPD, employability 
and career success. 
First of all in this section, traditional perspectives on professional workers and some 
early definitions, focusing on the period up to 1975, a period characterised by growth in 
the numbers of professions and professionals, and expectations of linear careers. The 
contemporary perspective takes us from 1975 to the present, as a period characterised by 
change: in the numbers and distribution of professional workers, in their role and status, 
in changing professional attitudes to work and about work, and changing perceptions of 
professionals and their skills. 
What is the basis for the temporal breakdown given here? It is believed that traditional 
values of social distance and respect changed after the second world war, and 
fundamental economic change resulted from the OPEC oil crisis of 1975. It is suggested 
that the latter is the point from which economic discontinuity became the new reality 
rather than the predictability and continuity that organisations had believed in and 
attempted to control or plan for. 
2.2.2 Traditional perspectives on professional workers 
According to Elliott (1972:2), 'the name profession is widely and imprecisely applied to 
a variety of occupations', and even then was fraught with definitional problems. Elliott 
quoted a 1945 Monopolies Commission report which suggested that professions offered: 
'- a specialised skill and service, an intellectual and practical training, a high degree of 
professional autonomy and responsibility, a fiduciary relationship with the client, a sense 
of collective responsibility for the profession as a whole, an embargo on some methods 
of attracting business and an occupational organisation testing competence, regulating 
standards and maintaining discipline.' 
ElIiot distinguished pre-industrial and post industrial trends, where professionals in the 
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former context made only a marginal contribution to the social system or economy, and 
were often composed of the 'younger sons of the gentry' (page 27). Latterly, Elliot 
identified the rise of 'occupational professionalism' based on specialisation of knowledge 
and task. These 'technical and service professions' often followed the example set by 
architects where a period of apprenticeship was followed by examinations and 
professional membership. Elliot also distinguished (page 58) between the older, self 
employed or 'higher professions', and the 'newer professions' who were generally 
salaried employees, the latter being the principal area of growth in this century. Elliot 
charts the rapid rise of the number of professional associations in industrial society, and 
comments on the relative status and income of different professional groups even though 
they may notionally belong in the same category: the example of the clergy, with 
barristers, lawyers, doctors and dentists is given as a contrast. 
Watkins et al. (1992:8) identified five 'traditional' groups of professionals, distinguished 
by their origin against time periods. These were: 
• The pre-industrial professions, which developed from the 16th century and were 
well established by the 18th, were clergy, doctors and lawyers and as he suggested: 
'claimed expertise over the overriding concerns of early society - the soul, health and 
justice' (page 8). 
• The industrial era, which saw the transformation from an agrarian to an industrial 
economy, with the rise of the civil and mechanical engineer, the industrial chemist, 
the accountant, the banker. 
• The 'welfare state' of the mid-twentieth century saw the rise of teachers, social 
workers and welfare professions. 
• The enterprise culture of the latter half of the 20th century saw the rise of what 
Watkins et al. refer to as the enterprise and management professions: marketing and 
personnel. 
• Finally the post-industrial era includes the rise of new professionals in areas such as 
broadcasting, public relations and information technology; the latter category 
including knowledge engineers, software documenters, network designers and 
information brokers. 
25 
Table 1 'Continua in the professional ideal type', from Elliot P., (1972), 'The 
Sociology oftbe Professions', Macmillan, page 97. 
NON PROFESSIONAL PROFESSIONAL 
Technical knowledge broad, theoretical 
craft skill knowledge used in 
V 
Routine tasks nonroutine 
situations to reach 
V 
Programmed decision making unprogrammed 
decisions according to 
V 
Ends decided authority Ends (derived from 
by society knowledge) decided 
by society! institutions 
in it & supported by 
V 
Other or identity occupational group 
non-work because work and 
occupation are 
V 
Means to non- work central life interest 
Work ends and also the basis for 
V 
occupationaV career individual 
class advancement achievement which 
involves meeting 
initial entry 
qualifications through 
V 
limited education extensive education 
showing skill and 
meeting other latent 
status require-
ments involved in the 
V 
Specific Role Total role (that is 
expectations ex1end 
beyond expertise and 
work situation) 
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Ackroyd (1996:602) identified the emergence of professional organisations such as the 
Law Society (1824), Civil Engineers (1818), the British Medical Association (1854), 
although: 
, - the rash of significant modem professional associations (including accountants, 
chemists, electrical engineers etc.) did not occur until the end of the nineteenth century.' 
Taking a longer term perspective, Ackroyd identified periods of remission of influence 
of professionals (including, he suggested, the late 20th century). Whether or not one 
agrees with this evaluation of the prevailing state of affairs, there is considerable merit in 
the points made: for example in industrial organisations where (page 603): 
'Engineering skills became repackaged as the property of particular occupations 
employed within organisations - professional groups developed in such a way as to be 
effectively excluded from control of their organisations.' 
Ackroyd contrasted this U.K. situation with the German, French and U.S. example 
where qualified engineers tended to become directors of their enterprises. Thus the 
professional as 'organisation man' lost some of the autonomy of the original free-
standing professions, but acquired positions of privilege in corporate employment, as 
custodians of 'systematised profesional knowledge' (1996:604). 
The postwar period was characterised by the increasing professionalisation of the labour 
force (Hall 1968:92), with once marginal professions striving for professional 
recognition. Hall observed that work in general was at that time becoming increasingly 
organisationally based, which also held true for the established professions as well as the 
professionalising occupations. He also emphasised the importance of socialisation 
during the professional training progranune as influencing the strength of professional 
attitudes within a particular group. Elliot (1972:59 et seq.) identified that teaching was 
the largest professional occupation in 1950: 
, - employing over 300,000 people and making up one-quarter of all professionals. 
Engineers accounted for just over one-fifth, with nearly 250,000 people.' 
Elliot noted however that as a proportion of the total labour force the percentage of 
professionals was still small: 6% in 1951. Discussing the idea of professionalism, Elliot 
provided us with a perspective on attitudes about what the concept meant in this postwar 
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era, shown in the table above (table 1). Elliot maintained that the diagram included 
continua relating to professional behaviour outside the work situation and that this 
distinction meant that professionals constituted a distinct group in a social context. EJliot 
also discussed professional careers noting that the new professions gave much greater 
opportunities for advancement than the older professions which had relatively flat 
hierarchies. Elliot also observed the ability of professionals to function in a labour 
market beyond the organisation, identifying them as the migratory elite operating in a 
national or even international job market. He identified that (page 109): 
'Geographic mobility among the professional and managerial middle class is a familiar 
feature of modem society.' 
Watkins (1992:43), taking an historical view, noted that the hierarchical organisations 
of the 1950's and 1960's gave professional employees the opportunity for high levels 
of security, self respect and status, independence and personal growth, within 
organisational constraints. In return, employees were expected to give employers 
priority over and above their interests of personal relationships and lifestyles: 
'This expectation was given validity by the assumption that personal identity and self-
worth are derived from achievement and success at work, and gave rise to the 
stereotypical organisation man' 
Watkins et aL noted that for most, the traditional rewards of 'organisation man' - job 
security, high income and career progression, were sufficient to offset the high personal 
cost, for example of time through working long hours which was to become an enduring 
feature ofUK middle class life - this predated any notion of work-life balance. 
Kerr et al. (1977:332), though just located in the modem era, expressed the postwar 
characteristics of professional identity and professionalism well, with the following list, 
though their extensive referencing has been omitted here for the sake of brevity: 
• Expertise: normally stemming from a prolonged period of specialised training in a 
body of abstract knowledge 
• Autonomy: a perceived right to make choices which concern both means and ends 
• Commitment: to the work and to the profession 
• Identification with the profession and with fellow professionals 
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• Ethics: a felt obligation to render service without concern for self interest and 
without becoming emotionally involved with the client 
• Collegial maintenance of standards: a perceived commitment to help police the 
conduct of fellow professionals. 
Kerr et al. did however acknowledge that it was more useful to discuss 
profossionalisation in terms of continua, as different occupational groups would vary in 
their location along the different dimensions. Elliot (1972:130 et seq.) extended the 
discussion to the totality of the professional role, concerned with social visibility, the 
blurred boundary between work and non-work, and the requirement for standards of 
behaviour and life-style associated with professional identity and status. 
The preceding section contains much definitional material that encompasses the 
traditional perspectives on the post-war professional worker. The purpose of including 
this section was to provide an historical context for contemporary professional attitudes, 
values and public perceptions. Even by 1972 however, Elliot had identified some cracks 
in the rock of the traditional professional attitudes and values. He referred to confusion 
over the scope and definition of the professional role, particularly with reference to UK 
health service doctors: this crisis as he termed it was in fact to get worse over the next 
two decades due for example to the rise of managerialism in the N.H.S. The 
professional/managerial role conflict is a theme that will be returned to below. Elliot 
also referred to crises of confidence (page 125) which he believed may affect the 
traditional professions, due to tensions at the interface between social responsibilities 
and goals (such as health care or education) and their role as custodians of professional 
skills and knowledge. 
The competing loyalties of professional workers: to their organisation or to their 
profession, has been the subject of academic debate for several decades. Wallace 
(1995:228 et seq.) summarised much earlier work (eg. Parsons 1957, Goode 1957, 
Ben-David 1958, Blau and Scott 1962, Scott 1966, Sorenson 1967) from the 
bureaucratic era on the professional-bureaucratic conflict model, according to which, as 
Wallace (1995: 228) suggested: 
'There is an inherent conflict between professional and bureaucratic goals and values 
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that results in competing loyalties among salaried professionals' 
It was evident by the 1970's that substantial numbers of workers in a range of 
occupational groups were striving to be identified as professionals and that substantial 
numbers of these, and members of many of the older professions too, were employed in 
large organisations. 
2.2.3 Professionals and the Professions from 1975 to the early 21 sI century 
In this section we will first seek to identifY what we mean by professionals at the start of 
the twenty-first century. We will then examine the contemporary position of 
professionals, especially those who work in or with organisations, as a means of 
defming and understanding the values and attitudes of the sample, and locating them as 
professionals in the contemporary context. Watkins et al. (1992) identified substantial 
growth in the numbers of those categorised as professionals by the end of the 20th 
century. While there is general agreement in traditional terms as we have seen in the 
preceding section, in the contemporary employment context the picture has become 
somewhat blurred due to the so-called professionalisation of a wider range of 
occupations. 
Watkins et al (1992) took as their definition classifications from the UK Standard 
Occupation Classification, to include some of Major Group 1: Managerial and 
Administrative occupations; and all of Major Group 2: professionals. Watkins has 
included (page 9 et seq.) many of the traditional occupational groups one would 
normally refer to as professionals (the law, teaching, architecture), new professions from 
the early-mid 20th century era of corporate growth such as marketing and personnel, and 
groups from the public sector bureaucracies such as the Civil Service. Most of these 
share many of the features identified by Elliot (1972) and Kerr et al. (1977), such as 
including the existence of a qualification-awarding professional association. 
Wilson, in Elias et al. (1995:27 et seq.), identified professions as being composed of 
individuals who take many years to educate and train, representing a 'major investment 
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from the individual's point of view and on the part of society as a whole', with many 
graduates. This group formed 9% of total employment in 1994, compared to 8% in 
1981. He suggested (page 31): 
'The professional group includes all occupations that normally require a specific degree 
or equivalent professional qualification, such as judges, accountants and teachers.' 
A key feature of these groups identified by Wilson is the high level of qualifications 
held, who suggests that (page 31): 
, - in recent years a degree or equivalent professional qualification has been a 
prerequisite for entry into the group.' 
Other characteristics include geographical mobility, membership of professional 
institutes, and an increasing qualification profile across all groups, and a rapidly 
increasing female presence, albeit from a low base in some categories such as science 
and engineering. Wilson suggested that the trend over the period 1994-2001 would be 
for these groups to have growth among the fastest of all occupational groups, increasing 
to around 10 per cent of the total labour force by 200 I. Wilson noted that there 
appeared to be excess supply of highly qualified individuals which tended to produce a 
spill-over effect into managerial and associate professional occupational groups such as 
nursing or technician level engineering. 
Reed (1996:582) categorised professionals in relation to: 'their respective knowledge 
bases, power strategies, and organisational forms.' Reed first identified the 'independent 
liberal professions of the typical Anglo-American form'. As examples he cited doctors, 
lawyers and architects, as: 
'- the custodians of occupational knowledge and skills': 
, - abstract, codifiable and generic knowledge allied to complex tacit skills derivable 
from, but not reducible to, rational scientific knowledge acquired by protracted periods 
of study in higher education.' (page 584) 
Thus Reed identified the power strategy of the independent liberal professions as one of: 
'monopolising and policing abstract knowledge and related technical skills as they are 
applied to specific areas of work'. (page 584). They operated what Reed called 'closure' 
in that they control entry to the profession, but also engender a spirit of collegiality while 
maintaining occupational hierarchy and defending or policing the boundaries of the 
occupational division. Reed argued however (page 587) that these occupations are 
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neither as liberal nor as independent as they once were, due to political, economic and 
technological change and the de-professionalisation of their knowledge base. 
Secondly Reed identified the organisational or managerial professions located in large 
private and public sector bureaucracies. Their knowledge base is identified as being 
more organisation-specific and to (page 584): 
, - lack the degree of abstract codification and generic application typical of the 
established professions.' 
Although their knowledge base was thus more fragmented, Reed suggested they were 
still able to operate occupational closure and therefore 'credentialism stands at the core 
of their power strategy' (page 584), in that they control entry by restricting licences to 
practice. These professionals, Reed suggested, benefit from bureaucratic rationalisation 
and control strategies by the validation suggested by their professional credentials and 
expertise. Accountancy, as a checking and control mechanism within organisations is a 
likely example - and the closure argument is supported by the anecdotally low pass rates 
of some professional bodies' examinations. More recently it is observable that the 
Financial Planning industry in the U.K. insists on qualification based accreditation for 
practitioners. Reed observed (page 589) that 'organisation-specific expertise as a power 
base is becoming increasingly problematic' - placing even more emphasis on generic 
knowledge owned by the profession. 
Ackroyd (1996:600) suggested that professionals in organisations, whom he called new 
model professions, derived power from what he called 'double closure', whereby they 
combined closure in the labour market through their professional organisations and 
licencing restrictions (thus controlling the labour market and recruitment), and control 
inside organisations through their informal organisation, often with the implicit 
collaboration of managerial structures. Ackroyd (page 612) suggested that professionals 
have no problem coping with changes to organisations such as cost-cutting, and 
emphasis on teamworking, due to the often collaborative and collegial nature oftheir 
workplace interactions. Ackroyd's research suggested that the casualties of 
organisational change such as delayering are non-professional managers and 
administrators, not the professionals. 
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Whittington, McNulty and Whipp (1994::64 et seq.) also emphasised the shift to a 
market orientation in professional service firms These outsourced professional services 
are described as feeding off large organisations for work and status. Reed described 
these (1996:590) as being found in sectors where the emphasis is on the future value of 
their contribution rather than the immediate payoff, and tending towards networks as an 
organisational form. They are typified by occupations such as financial and business 
consultants, projectIR & D engineers, computer and information technology analysts, or 
in the UK's Health Service, some aspects of Human Resources such as training or 
outplacement consultancy. In the present study the number of respondents who worked 
in this way was an unexpected outcome of the field research. 
Greenwood and Lachman (\996:565) suggested that our view of the professions and 
their role was threatened by discontinuous change, by access to information, and by 
changes in the size and scope of professional membership: 
, - this has reached the point where the quest for professionalisation seems to have 
encompassed everyone who has a claim to a level of specialised knowledge.' 
Critten (1999:1) suggested (in an article entitled 'Coming out of the closet - we're all 
professionals now') that a key characteristic of being a professional is one's is 
recognition in the public domain by other professionals, thus defining professionals by 
the social context in which they practice. 
Increased participation in Higher Education is likely to bring with it a greater number of 
people with graduate/managerial/professional work and career expectations. Wilson 
(1996:9) identified that in the period 1970-1987 the polytechnic sector in the U.K. had 
produced a 16-fold increase in graduate numbers. Even the 'old' universities had 
produced a 50 percent increase over the same period. Within these figures there was 
decline in engineering/science graduates, with the bulk of the increase coming from the 
social sciences. Wilson (1996:13) identified trends in the 1990's that: 
, - engineers and technologists are expected to increase their share at the expense of 
natural scientists, while business and finance professionals gain at the expense of 
architects and town planners. Computer analysts and progranuners are one of the fastest 
growing categories'. 
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What are the implications of the trends and changes described above for those 
professionals who are the focus of this study; Personnel and Human Resources 
practitioners? As individuals found mainly in corporate employment they have seen 
growth in both numbers and status in the latter part of the 20th century, from the 
'welfare officers' of the mid 20th century, to the personnel management 
'administration' approach of the 1970's, and then an increasingly strategic emphasis in 
the professional knowledge base, an increasing acceptance of their presence at the 
organisational 'top table', and the profession's acquisition of Chartered status. Their 
numbers were swelled by increasing numbers of business graduates, notably women, 
and these trends are reflected in the sample. As professionals in organisations 
however, they serve two masters; they are expected to execute a corporate agenda 
which may sometimes be distasteful, such as redundancy or dismissal, while abiding 
by the professional ethical values and standards codified in employment law and the 
Institutes' own codes of professional practice. The next section considers commitment 
to the profession, as distinct from commitment to the organisation. 
2.2.4 Professional Commitment 
As professionals, the sample who are the focus of this study are members ofthe 
Chartered Institute of Personnel and Development. In order to ascertain their level of 
connected-ness, attachment to, or the extent to which they may be influenced by the 
Institute, Professional Commitment has been included as one of the variables in the 
study. The following is a brief literature review which is intended to underpin the use 
of the relevant survey items. Before proceeding, a brief explanation is offered as to 
why professional commitment and not organisational commitment has been included 
in this study. Certainly, it has been noted that studies which exist in similar fields (eg. 
Sadler-Smith and Badger 2000) have tended to include organisational commitment 
(OC) as a variable. In this study it has been specifically excluded for a number of 
reasons. First, it is the author's intention to focus on the individuals as independent 
professionals, their attitudes to CPD, career success and employability, rather than as 
employees of organisations - which not all the sample are, anyway. Second, there is a 
growing body of research that suggests that OC as a construct is less than relevant at 
the start of the 21 st century (McKendaIl and Margulis 1995 & 1996, Baruch 1998) or 
34 
is at least a complex and multifaceted construct (Mowday 1998, Cohen 1999). 
McKendall and Margulis (1996:32) proposed a new approach based on employee 
empowerment: 
'Employees can find fulfillment through a commitment to the value of hard work, to 
the quality and content of their work, and to their occupation, profession or career. 
These types of commitment tend to be life-long, commitments to a specific 
organisation or job are shorter term. Interestingly, people committed to their 
professions tend not to be committed to their organisations. Commitment to one's 
work or profession is longer lasting and ultimately may serve the employee and the 
employer better than commitment to specific job or organisation' 
Watkins (1992:44 et seq.) suggested that successive waves of change had fundamentally 
altered the perceptions of professional workers towards their employers and loyalty, 
especially among public sector professionals. Watkins described the impact of new 
structures, flatter hierarchies, outsourcing and performance management on 
professionals in organisations. He suggested that professionals adopted survival tactics 
such as (page 44): 
, - psychological distancing from work or loyalty to one's craft or profession rather than 
the organisation -' 
Watkins suggested that while traditional values emphasised devotion to duty and 
willingness to voluntarily work long hours, and while intrinsic rewards for professionals 
remain high; changes to employment security, contractual tenure, changing 
occupational patterns and changing organisational structures produced changing 
attitudes to work, and may have added a transactional dimension tD the professiDnal 
psychDlogical cDntract, meaning a greater orientation to simply work for money: as one 
respondent suggested: 
'My attitude to work is fairly hard headed. It is a business contract'. 
Mirvis and Hall (1994:375 et seq.) suggest that professional's organisational 
identification lies less in organisational allegiance - they are more likely to say 'I do X' 
rather than 'I work for Y', and the organisation is, according to Mirvis and Hall, simply 
a place where professionals do their work, thus implying that the organisation-loyalty 
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relationship may be oflittle consequence. Kaschube, Wittman and von Rosensteil 
(1996:522) articulated the changing attitudes in a German context as 'Career, yes, but 
not at all costs!', this being the attitude of young candidates entering professional life: 
, An increased need for autonomy has made advancement and career orientation only 
. 
one possible way to plan one's professional life, especially among those who in the past 
were predestined to be career oriented.' 
The researcher in the present project had a strong desire to avoid being drawn into the 
vast and self-absorbed literature on commitment of various sorts, noting for example 
that work, profession and career are used interchangeably in some studies. The aim 
was to produce a piece of research made distinctive by representing a focus that is 
more appropriate to the professional mindset at the start of the 21 st century, with a 
focus on the self, the individual, their development, their employability, and their 
career success. 
In spite of the above comments, by including professional commitment as a construct 
under scrutiny one is inevitably influenced by the QC literature, even if only in respect 
of definitions. For example, Steffy and Jones (1988:196) provide a flexible definition 
as: 
, - an attitude or psychological bonding, defined in terms of an individual's loyalty to, 
investment in, identification with, and/or involvement in some cause, group or 
institution -
- We might likewise expect more committed individuals to extend greater energy and 
effort toward their commitment reference, as well as be less prone to quit, withdraw, 
or deviate in their performance.' 
As an example of the apparent interchangeability of labels for different types of 
commitment, Blau (1985,1988) drew on earlier work (including Hall 1971, Morrow 
1983) in his attempt to measure and operationalise what he called career commitment 
as distinct from other work-related commitment constructs. He defined it (1985:278) 
as: ' - the attitude towards one's profession or vocation'. 
Blau (1985:286) likened nurses (his study) to academics, scientists, doctors, lawyers, 
engineers; in that: 
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, - membership in such a profession goes beyond a specific job or the organisation 
where one works.' 
He acknowledged the restrictive nature of the terms profession and vocation but 
determined that these were necessary to make the concept distinctive from work 
commitment and organisational commitment. The existence of a perception of work 
relationships as existing beyond rather than being confined to the organisation is a key 
attribute of the present research. However Blau's use of the words profession and 
vocation interchangeably is confusing, particularly when he was actually discussing 
commitment to career. In reviewing the literature in the field he identified various 
perspectives and determinants of career/profession/vocation commitment including 
individual differences and situational characteristics in the workplace. Blau suggested 
specific approaches to measuring professional commitment as including the extent to 
which individuals engage in professionally related activities, such as reading journals, 
attending meetings, or joining associations, or their reluctance to leave the profession 
(after Thomton 1970). 
Professional commitment is particularly appropriate to the present study when treated 
as a separate construct. How can this be defined, and is professional commitment 
related to or the same as work commitment? A useful contribution was Aranya, 
Pollock and Arnemic's (1981 :280) derivation of a 'professional commitment scale', 
based on the very extensively used Organisational Commitment Questionnaire or 
OCQ (Porter et al. 1974, Mowday, Steers and Porter 1979), and included here as table 
2. While this is obviously a fairly crude adaptation (simply changing the word 
organisation for profession), it has utility in the present study in informing items for 
the research instrument, and was itself widely used (eg. Meyer Alien and Smith 
1993:439). Aranya et al. reported an alpha coefficient of 0.87 for their scale as 
compared to 0.91 in Porter's original. 
Aranya, Pollock and Amemic (1981 :271), on the professional commitment of 
accountants, defined this as the relative strength oftheir identification with, and 
involvement in, their profession, including (from Porter 1974): belief in and 
acceptance the profession'S goals and values, a willingness to exert effort on behalf of 
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Table 2 PROFESSIONAL COMMITMENT SCALE 
I. I am willing to put in a great deal of effort beyond that normally expected in order to 
help make my profession successful. 
2. I talk up this profession with my friends as a great profession to be associated with. 
3. I feel very little loyalty to this profession [r] 
4. I would accept almost any type of job assignment in order to keep working in areas that 
are associated with this profession. 
5. I find that my values and my profession's values are very similar. 
6. I am proud to tell others that I am part of this profession. 
7. I could just as well be associated with another profession as long as the type of 
organization in which I worked were similar. [r] 
8. Being a member of this profesion really inspires the best in me in the way of job 
performance. 
9. It would take very little change in my present circumstances to cause me to work in 
areas that are not associated with this profession. [r] 
10. I am extremely glad I chose this profession over others I was considering at the time I 
joined. 
11. There's not much to be gained by sticking with this profession indefinitely. [r] 
12. Often, I find it difficult to agree with this profession's policies on important matters 
relating to its members. [rt 
13. I really care about the fate of this profession. 
14. For me this is the best of all professions to be a member of. 
IS. Deciding to be a member of this profession was a definite mistake on my part. [r] 
The Professional Commitment Scale: from Aranya N., PolIock J. and Amernic J., 
(1981), 'An Examination of Professional Commitment in Public Accounting', 
Accounting, Organizations and Society, Vol. 6, No. 4, p.280 
the profession, and desire to maintain membership of the profession. Their study also 
emphasised professional independence. They hypothesised that professional 
commitment was based on factors such as organisational commitment, professional-
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organisational conflict, their satisfaction with their rewards, moderated by their 
organisational level. Their study suggested that professional commitment was 
compatible with organisational commitment, but found variations dependent on 
organisational level and income. Clearly these factors need to be considered in the 
present study, which has the added advantage of incorporating a measure of career 
success (which in itself includes promotions/organisationallevel and income). 
Earlier work by Aranya and Jacobson (1975), investigating occupational commitment 
of systems analysts in Israel, had observed that where an occupation is part 
bureaucratic and part professional (they cited the example of personnel managers) a 
dual commitment to both occupation and organisation should be expected. The 
knowledge base of the profession is derived both from organisational processes and 
extra-organisational codes and values. That professional workers have different 
commitments and different referents has long been recognised and there was a body of 
earlier (1980's) work that did just that. For example Zahra (1984:26), suggested that: 
, - better educated employees tend to be less committed to the organisation, which is 
explained by their strong commitment to their professions and/or availability of work 
opportunities elsewhere.' 
Morrow and Wirth (1989: 40 et seq.) set out to identifY professional commitment as a 
form of work commitment, and attempted to consolidate the notions of 
professionalism by using Morrow and Goetz' (1988:93 ) definition as: 
, - the extent to which one identifies with one's profession and accepts its values' 
Their findings suggested that (page 52) professional commitment was a concept and a 
measure worthy of further study. They concluded that professional commitment was 
distinctive from organisational commitment and could not identifY any meaningful 
distinction between professional commitment and job involvement. They also expressed 
concerns about the universal generalisability of their work to all professions, and 
suggested that it might be more appropriate to work towards a concept of generic career 
focus. This is useful to consider in the context of the milleniallabour market where 
individuals are increasingly likely to experience major changes in career or professional 
focus during their working lives, and in the context of the present research where 
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learning is the key, through CPD, to employment sustainability, or employability. 
Morrow and Goetz's (1988:92 et seq.) research took what they described as a 
'multidimensional' approach where they looked at professional commitment and how 
it overlapped with other forms of commitment, based on Hall's (1968) 
conceptualisation of professionalism, which included: professional identification, 
ethics, collegial maintenance of standards, 'professional commitment' and autonomy. 
Their research supported the identification of professional commitment as a form of 
work commitment, but with a number of caveats. First, the study did not account for a 
wide range of 'professional' behaviours, such as participation in continuing education 
(included in the present study as Continuing Professional Development). Secondly, 
they focused on a single professional group, accountants. Third, the generalisability of 
their work could, they suggested, be limited by the fact that while workers by 
definition have a job, they do not all have a career. Thus they suggested that 
professionalism is not a concept that can be applied to all workers, and in that respect 
it resembled union commitment. Morrow and Goetz conceded that the concept of 
professionalism was an important area for future research, and identified that (p. 109): 
, - there is a steady increase in the number of workers who regard themselves as 
professional and in the number of professional occupations - '. 
Mathieu and Zajac (1990:171) hypothesised that professional and organisational 
commitment may be compatible and they hypothesised that there may be a link to 
developmental opportunities made available in one's organisation, but noted that at 
the time of their research the hypothesis had not been tested directly. The 
organisation's inputs into the CPD process will be explored in a later section of this 
literature review and are accounted for in the research instrument. 
Meyer, Alien and Smith (1993:538) suggested that although their three-component 
model of commitment (affective, normative, continuance) was developed in the 
context of organisational commitment, 'it is reasonable to expect that it might be 
applied to other domains'. Here, affective commitment means one's attitude towards 
an object, normative commitment the extent to which one accepts its goals and values, 
and continuance commitment the desire to maintain a relationship with the object. 
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They noted that the words occupation, profession and career had been used 'somewhat 
interchangeably'. They chose to use the term occupation rather than profession to 
reflect their belief that both (page 539) : 
, - professionals and non-professionals can experience commitment in the work they 
do -' 
Aranya et al's (1981) professional commitment scale did not break the commitment 
down into different forms of commitment. Subsequent studies in the organisational 
commitment field informed developments across the wider body of commitment 
research to allow more sophisticated analysis. For example, Tsui et al (1997) broke 
Table 3: Affective Commitment 
I. r am willing to put in effort beyond the norm for the success of the 
organisation 
2. r talk up this organisation to my friends as a great place to work for 
3. r find that my values and the organisation's values are very similar 
4. I am proud to tell others that I am part ofthis organisation 
5. This organisation inspires the very best in me in the way of job performance 
6. I am extremely glad to have chosen this organisation to work for over other 
organisations 
7. I would accept almost any type of job to keep working for this organisation 
8. I really care about the fate of this organisation 
9. For me this is the best of all possible organisations for which to work 
From: Tsui A., Pearce J.L., Porter L.W., and Tripoli A.M., (1997), 'Alternative 
approaches to the employee-organisation relationship: does investment in 
employees payoff?, Academy of Management Journal, Vol. 40, No. 5, pp 1089-
1121. 
down the work relationship into core task performance, organisational citizenship 
behaviour, continuance, attendance, affective commitment, perceived fairness, and 
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mutual trust. This represents an evolution from the very many studies of the various 
forms of commitment through the last three decades of the 20th century, which were 
subsequently summarised well by Mowday 1998, one of the 'classic' writers in the 
field. 
Tsui et aI's work is of particular interest in the present context as their items on 
affective commitment have utility as items for affective (ie. attitudinal) professional 
commitment if one subsititutes the word 'profession' for 'organisation' as was 
customary in many of the earlier studies. Their affective commitment scale is 
reproduced here as table 3. Generally their research is strongly located on the 
'organisational' domain but does emphasise the significance of 'investment' in the 
employee in the form of development. Desrochers and Dahir (2000:563 et seq.) 
attempted to link organisational and professional commitment, and organisational and 
professional ambition. Although their measures had potential limitations (eg. of 
shared measurement variance), the concept of ambition could be a useful extension to 
the present study at a later date, representing a different perspective to that presented 
by constructs such as employability, or career success. 
Gruen et al (2000:34 et seq.) examined the commitment of association members to 
their professional bodies, defined as: 
, - the degree of the member's psychological attachment to the association.' 
In fact the study is more to do with the association's relationship with the membership. 
The study focused on the US National Association of Life Underwriters and the 
relationship (in US terminology) of the 'ISO regional chapters' to the association's 
members. The study measured affective commitment, continuance commitment and 
normative commitment in relation to the association's relationship marketing 
activities, and to the retention of members, but only a weak link was found. The 
research is relevant in the present context in that it considered a multidimensional 
approach to the commitment relationship to the professional organisation, how the 
professional organisation marketed itself to the members, and that it used a multi 
variate and multi factorial approach. They concluded (page 47) that professional 
organisations should: 
, - disseminate organisational knowledge to the members to move them closer 
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intellectually and emotionally to the organisation.' 
Hoff (2000:1433 et seq.) investigated the professional commitment of US 'physician 
executives', and especially the relationships between their professional commitment, 
their self perceptions of autonomy and self -regulation, and their roles as managers 
within the health system. His measure of professional commitment, although 
somewhat selective, used affective items similar to those found in Tsui et al 1997 (on 
organisational commitment). He found that professional commitment showed little 
variation over career stages or age range; that those professionals who believed in the 
right of the profession to police itself showed greater professional commitment. He 
also found that that the respondent's connectedness to the practice of the profession (in 
this case medicine) was also important for professional commitment. These findings 
are relevant in the context of the present study in respect of relating these findings on 
the age distribution to the present study. For example, CIPD members who are senior 
Human Resource managers may have lost touch with day to day practice, which may 
affect their professional commitment. In addition, the extent to which the bureaucratic 
vs. independent professional debate affects Human Resources professionals may in 
turn affect their professional commitment. 
To summarise the rationale for the inclusion of professional commitment in this study, 
noting the professional commitment is distinct from organisational commitment 
(Morrow and Wirth 1989), it was considered appropriate in the early 21 st century 
context to focus on professional commitment as emphasising the beyond-organisation 
aspects of the professional role. Recognising the complex and multi-dimensional 
nature of commitment as a construct (Morrow and Goetz 1988), it was identified that 
a focus on the affective aspects (eg. Tsui et al. 1997) would be consistent with the 
affective nature of the other measures employed. Tsui et al. also noted the importance 
of 'investment', making a connection to Continuing Professional Development or 
CPD, supported by the suggestion by Blau 1985 of the importance of what he called 
development orientation. A hypothesised relationship between professional 
commitment and the perceived value of CPD is discussed later in the study. Further 
research questions in relation to professional commitment could include first 
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identifying the level of PC in the sample, and examining differences in PC in relation 
to individual attributes. 
2.2.5 Professional workers in the 21st Century: who they are and what they do. 
What, then does the future hold for professional workers? Reviewing the preceding 
section, it seems logical to conclude that it depends on what type of professional worker 
one is considering. One might expect that many traditional professions operating in 
bureaucratic organisations may be under threat, not just from delayering (eg. middle-
level personnel or fmance professionals) but also from changes to their role and 
perceived levels of expertise (medical professionals in the N.H.S., educational 
professionals in Universities). Ackroyd (1996:617) debated whether sufficient numbers 
of the new expert workers would gain control of their employing organisations, or 
whether they would revert to traditional methods of professional organisation to 
'perpetuate themselves and extend their influence'. Quoting historical precedent, he 
suggests that this will be the case - the survival and prosperity of professionals was not 
in doubt, simply the means by which they do so. This may be questionable. Given the 
scale of organisational and occupational change in the last twenty years of the twentieth 
century, it is not impossible that even more fundamental changes may apply in the first 
twenty years of the twenty first century, and we do not yet now what will develop. 
Arthur and Rousseau (1996:38) provided a 'career lexicon for the 21st century' which 
included the following advice: 
'Careers in today's world are what you make them - Organise your employment around 
your professional and social networks, and use those networks as your link to the larger 
environment. Don't wait for formal training, but make sure the group of colleagues and 
collaborators you surround yourself with sustain new learning for you, and try to 
reciprocate for them. Transition to new ways is constant. Look after your self, but don't 
be afraid to trust and to work to build trust around you.' 
Arthur and Rousseau also emphasised building reputations and relationships with 
others. Harrington and Shepard (1996:48) took the process a stage further in suggesting 
that professionals (in this case, U.S. internal auditors) should regard themselves as 
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'independent contractors' which included establishing an independent career plan, a 
(self) marketing plan, and a self-development plan. This emphasis was suggested as 
demonstrating the means for organisational professionals to acquire the behaviours of 
independent professionals. The present emphasis on continuing professional 
development or CPD may thus also serve to promote this independence. However, there 
may be transactional elements to the contractual position (Watkins et al. 1992:44), 
described in an extreme form by Mirvis and Hall (1994:375) where: 
, - otherwise highly paid professionals and managers, deemed specialists, may work on a 
fee-for-service basis and be treated as more or less hired hands'. 
This appears contradictory - the classical fee for service professional relationship 
operated this way with client relationships, and they would never be regarded as 'hired 
hands'. We are conditioned, as organisation men (and women) to believe that 
transactional contracts are somehow bad or undesirable. Mirvis and Hall suggest that in 
this situation, the emphasis is on professionals' value to the organisation: the emphasis is 
on them to keep their skills up to date and therefore in demand. The scenario is 
described as a virtuous cycle where people add value to themselves and are seen as 
adding value by their employer. The locus of responsibility is on them to perpetuate their 
own development, and therefore their employability. Kanter (1994:3) suggested that 
within an organisational context employability security should be emphasised, where 
employee skills are increased, or they are offered challenge or the chance to build a 
reputation. Organisations could assist this process by facilitating training and education. 
Knowledge and skill requirements for professional workers are no longer restricted to 
narrow vocational areas. Leveson (1996:36) described the need for professionals to 
become multi-skilled, based around a set of core professional competencies but with a 
better understanding of other disciplines, for example within the professions associated 
with the construction industry: architecture, surveying, and civil engineering. Thus the 
place of professionals in the employment relationship, whatever form it may take, is 
underpinned by leaming, and where professionals and knowledge workers provide a 
positive model for work relationships in the future. Such individuals are not locked in 
to a dependency relationship with an employer. They have asserted their own worth and 
now seek to develop it. The onus is on individuals to keep themselves up to date and to 
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secure their employability, with the inference that individuals who do this will enjoy 
greater success and sustainability of employment. 
There is a counter-argument. Ekinsmyth (1999:355) suggested that: 'individuals who are 
more free of structure have more freedom to fail' - as well as the freedom to succeed. 
Ekinsmyth suggested that in a risk society, the more fortunate will be able to 'write their 
own biographies' (page 356.), but the less fortunate will continue to 'have their 
biographies written for them' - in other words to be less empowered rather than more. 
Thus while a more flexible future may bode well for some, the risks of career failure are 
higher outside the certainty of organisation structures, and for those with no skills or few 
skills the future looks bleak indeed. 
Having considered a selection of the literature, is it possible to produce a working 
definition of a professional in the contemporary context, and for the purposes of this 
study? The term risks becoming all-embracing (Morrow and Goetz 1988, Greenwood 
and Lachman 1996), and real-world developments seem to support this view. Clearly, 
being a professional has a good deal to do with whether one sees ones-self as a 
professional, but the likelihood of being externally recognised as a professional depends 
on the presence of a number of attributes, including: 
• identification of ones-self and by others as a professional (Kerr and Von Glinow 
1977, Morrow and Goetz 1988, Mirvis and Hall 1994) 
• the presence of external referents ego loyalty to professional organisation (Elliot 
1972, Watkins 1992, Ackroyd 1996) 
• an emphasis on professional networking as a way of promoting relationships which 
may also be the basis for business or client relationships(Arthur and Rousseau 
1996:38) 
• engagement with updating, learning, and professional development, generally under 
the heading ofCPD (Arthur and Rousseau 1996:38, Hall 1996:9, Mirvis and Hall 
1996:375 - 'added value') including the ability to learn from experience 
• professional values, acquired through socialisation and training (Hall 1968) which 
may manifest themselves as professional codes of practice 
• the ability to exercise professional discretion at work (Hall 1968, Drucker 1968, 
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Morrow and Goetz 1988) 
• the ability to exercise occupational closure (Leveson 1996, Ackroyd 1996, Reed 
1996) 
• an emphasis on a trust relationship in the workplace, including the belief that one's 
judgement is trusted without question (Watkins et al. 1992, Arthur and Rousseau 
1996) 
However it may be wise to follow Elliot (1972) and Kerr and Von Glinow (1977 :340 et 
seq.) in regarding professions as being on a series of continua against each of these 
items. It is suggested however that to a greater or lesser extent all of these things are 
essential components of the professional's psychological contract - either with their 
profession, or their organisation. What remains an under-researched area is the key role 
of learning and development, in the context of professional work manifesting itself as 
continuing professional development, how this impacts on professional workers 
professional commitment, why they engage in it, and what effect it has, for example on 
their perceptions of success or employability. 
2.2.6 The Role of Professional Organisations. 
This final section of the literature review on professionals considers the role of the 
professional associations and the relationship with their members. Changes to roles and 
perceptions of professional workers, compounded by organisational and social change, 
has brought substantial changes for professional organisations, of which there are well 
over 400 in the u.K. with over 75,000 members (Watkins et al. 1992:100). This section 
examines their role in the context of the relationship to the professional member, 
although CPD processes and empirical studies are actually the subject of a separate 
section of the literature review and are not analysed in detail here. 
As new professional organisations such as for example the Institute of Learning and 
Teaching (established 2000) come on the scene, it may be prudent to consider what we 
mean by such a body, and what is or is not included given that membership of a 
professional association is one of the criteria by which membership of the sample is 
defined. Watkins (1999:64) identified four basic criteria or common key features as 
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being: 
• entry barriers, based on education or experience to qualifY as members 
• a register of members 
• a code of conduct for members regarding their professional work 
• systems to maintain quality and standards within the profession. 
It can be seen in the context of the present study that the Chartered Institute of Personnel 
and Development satisfies these criteria. 
The current research agenda in relation to professional bodies is described by 
Greenwood and Lachman (1996: 563) and Ackroyd (1996:599). Traditionally 
professional bodies in the U.K. were regarded as having: 
, - a fairly stuffy image, and were regarded as bureaucratic, inward looking and reactive 
to the changing needs of their members and changing external circumstances.' (Ackroyd 
1996:599) 
Similarly, Leveson (1996:38) described the 'tight boundaries' and 'professional closed 
shops' maintained by professional bodies in the U.K. 
In response to the challenges, Watkins reported that many had now become 'market-led 
with clear business strategies'. These include promoting continuing professional 
development, with some adopting random inspection (Watkins et a1.1992:101) with the 
potential for consequential disciplinary action. One of the challenges is reported by 
Watkins as keeping pace with the 'rapid growth of knowledge and specialisation of 
professionals after initial qualification.' Similarly Watkins reported (page 55) a growing 
'competence gap' in respect of the increasing divergence between organisational 
knowledge and skill requirements after the end of professional workers formal 
education. Watkins et al. reported (page 57) that while professional workers sometimes 
found updating onerous, they also saw it as part of their professional responsibility, and 
was in many cases mandatory as part of their professional role, with examples quoted 
from from surveying, accountancy and medicine. London (1996:74) reported that 
American professional associations had 'taken an active role in retraining and creating 
job opportunities for unemployed members.' 
The role of professional organisations in promoting Continuing Professional 
Development or CPD is discussed more fully in chapter 3. 
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2.2.9: Conclusion 
As a conclusion to this section of the literature review, a brief reflection on the 
preceding chapter will reinforce the rationale for the study overall. The literature review 
so far has aimed to emphasise the changed nature of the work context and work 
relationships for professionals as well as other workers (Doherty 1996, Guest 1996, 
Herriot and Stickland 1996, Rajan and Van Eupen 1998), the need for strategies to cope 
with new career forms (Bird 1994, Mirvis and Hall 1994, Arthur and Rousseau 1996, 
Bolles 1996), and the suggestion that individuals who are relatively independent of 
organisational constraints may be best placed to cope with or succeed in the 
boundaryless career context (Jackson 1996, King 2000), even if they work in a managed 
context. It is suggested that professional workers are well placed in this respect 
(Ackroyd 1996). One of the key ways in which this can be achieved is through an 
emphasis on learning and development (Defillippi and Arthur 1994, Herriot and 
Pemberton 1995), or in the context of professionals, on continuing professional 
development. This is considered in more detail in the next chapter. The literature review 
has also considered definitional factors relating to professionals and the attributes they 
are likely to possess (Elliot 1972, Kerr 1977, Rajan 1990, Wilson 1995, Reed 1996 and 
the relationship of professionals to organisations if that is their employment context. The 
nature of professional commitment has been considered and especially how it can be 
measured (Aranya et al. 1981, Blau 1985, Morrow and Wirth 1989, Hoff2000); 
recognising the tensions that can occur between professionals and their organisations 
(Wallace 1995), and professionals as managers (Herriot and Pemberton 1996). 
At this point the logic of the study variables in this research becomes clear. First, 
professional commitment is emphasised rather than organisational commitment, as 
representing the beyond-organisation focus that one might reasonably expect 
professional workers to have, and as being more realistic in the post-downsizing era. As 
will be demonstrated in chapter 3, continuing professional development as a learning 
strategy is widely promoted by the professional associations, and attitudes to the value 
of CPD were measured in the field survey. The survey also sought to establish exactly 
what CPD was undertaken. Third, in the turbulent employment context that has been 
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described, staying 'ahead of the game' can be a challenge, and the ability to do this - to 
keep the job one has or to get the job one aspires to - is operationaIised as 
'employability', in itself a concept that has often been alluded to but rarely researched. 
Fourth, while much of the literature in the present employment context emphasises 
survival or coping, it was felt that a more positive approach would be to emphasise 
career success. This would be as a measure of how well the respondent's felt they had 
done up to that point, hence the inclusion of subjective career success as a study 
variable. 
Although these are discussed in more detail in chapter 4, research issues suggested by 
this section of the literature review included the hypothesised relationship between high 
levels of professional commitment and a high value accorded to CPD, the relationships 
between attributes of the sample and their professional commitment, and more general 
concerns in respect of how well the Human Resources profession in the UK appear to be 
coping with contemporary work and career patterns at the start of the 2 I st century. The 
next chapter considers the variables that are the focus of the present study. 
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CHAPTER 3: CPD, EMPLOYABILITY AND CAREER SUCCESS. 
3.1 Introduction 
This chapter represents a literature review in relation to three of the study variables being 
considered in the present research, professional connnitment having already been 
addressed in the previous chapter. It is divided into three sections, covering continuing 
professional development (CPD), employability, and career success respectively. 
3.2. Continuing Professional Development 
3.2.1 CPD: Introduction and definitions 
Throughout the last decade, there has been an increasing tendency for Continuing 
Professional Development (CPD) to be used as an umbrella term for professional 
learning and develDpment activities, and fDr this to be linked to either the licence to 
practice or professional accreditation. However while the term CPD. is widely used, 
there has been little empirical investigation of what kinds of CPD professiDnals engage 
in and why, and its impact on individual's behaviour at and beyond work. Professional 
workers' attitudes tD CPD are at the core of the present study. This literature review set 
out to examine a number of questiDns, with the intention of identifying what is the state 
of existing research on CPD, and how this CDuld inform the present study. 
• What influences the intensity and effDrt with which individuals engage in CPD 
activity and can we measure this? 
• What is the value placed on CPD by the sample? 
• What CPD do professionals undertake and what are their preferred learning 
strategies? 
• What is the relationship between engagement with CPD, professional cDnnnitment, 
subjective career success and self-perceived individual employability? 
As an initial overview Df the field, it was found that there was a lot of descriptive or 
advisory material in publicatiDn (see chapter 2), but little empirical research on the 
behavioural or attitudinal causes Df consequences of CPD, or organisational factors and 
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the links to CPD. Indeed Sadler-Smith and Badger (2000:74) described the CPD 
research agenda as 'impoverished'. 
3.2.2 What is CPD? 
The remainder of this section will consider definitions and models of CPD, examples of 
CPD good practice as promoted by professional associations, and progress in this study 
towards a measure of engagement with CPD activity. Most professional development 
schemes will offer their own definition of CPD: the Professional Associations Research 
Network (pam 2001 a:2) quote an (unreferenced) definition attributed only to the 
Construction Industry Training Council (1986) as: 
'The systematic maintenance, improvement & broadening of knowledge & skills, and 
the development of personal qualities necessary for execution of professional and 
technical duties throughout the individual's working life.' 
P ARN (2001 a:2) found that 40% of professional associations who responded to their 
latest survey used this definition ofCPD. 
Kennie and Enemark (1999:156) and Guest (1999:23) both offered two definitions 
(attributed to the 'Institute of Continuing Professional Developmeut' but otherwise 
unreferenced) including: 
'CPD is - the process by which a professional person maintains the quality and relevance 
of professional services throughout his/her working life.' 
Kennie and Enemark however pointed out that CPD must also recognise the continuous 
nature of professional learning. They debated effective (focused) versus ineffective 
(fragmeuted) approaches, and made connections to organisational training strategies and 
lifelong leaming. Gosling (2000:11), writing about the Institute ofLeaming and 
Teaching, suggests that 'CPD serves two main purposes - First to ensure that minimum 
professional standards are being met, and, secondly, to encourage formative and 
developmental activities that will enhance professional practice.' 
Senior (2002:2) proposed three models ofCPD. The first ofthese he called the inputs 
model, which, driven by the need for professionals to keep up to date, focused on the 
recording oflearning activities and tended to emphasise formal courses at the expense 
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of informal on the job learning. The second model Senior referred to as the learning 
model, focused on the cycle of planning and reviewing learning. However, as Senior 
observed (page 3): 
'Knowing that my doctor is a good learner may be interesting, but does not provide me, 
as a patient, with much confidence.' 
Senior based his third approach on competence, with the focus not so much on the needs 
of the professional as on the needs of their client, and where there is an emphasis on 
assessment to provide evidence of this competence. Senior suggested that while most 
professions had moved from the first model to the second, only by moving to the third, 
competence based model, would CPD be seen to be 'grown up' (page 3). 
3.2.3 Why is CPD important? 
We have noted in chapter 2 that professional workers, despite their apparent privileges 
and social status are not immune to obsolescence (pazy 1990, Watkins 1992), nor to 
being adversely affected by change. Rusaw (1995.222) described the 'diminishing half-
life of technical knowledge', while London (1996:69) observed that: 
'The more a profession is affected by changing conditions - the more continuous learning 
is needed to avoid displacement and the more frequently different employment 
opportunities arise'. 
Similarly Arthur and Rousseau's (1996) 'career lexicon for the 21 st century' included 
advice on proactively maximising development and learning opportunities. Herriot and 
Pemberton (1996) suggested the 'development contract', underpinned by learning, as 
something positive that organisations could offer employees even if they could not offer 
them the security of lifetime employment. The need for updating and CPD was well 
recognised especially by the D.K.'s professional associations, such as the CIPD (at the 
time, the IPD) who defined it in their 1993 (IPD:l) Code of Practice as: 
, - systematic, ongoing, self directed learning - ' 
Why therefore should the topic of CPD be worthy of attention? Is it not sufficient that 
we simply accept that learning is A Good Thing, without understanding what drives the 
individual toward the significant investment oftime and effort involved? Within the 
professional's field ofliterature, learning and development are somewhat 
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underrepresented. There are several studies of the motivation of professional or 
knowledge workers (eg. Tampoe 1993, Causer and Jones 1996), the commitment of 
professional workers (eg.Aranya, Kushnir and Valency 1986, Morrow and Wirth 1989, 
Wallace 1995), models and studies of (mostly professional) psychological contracts and 
managerial careers (eg. Rousseau 1995, Kessler and Undy 1996, Sparrow 1996, Guest 
1997); but all of these more or less ignore learning and development as either a cause or 
a consequence of whatever they are studying. It is not at all clear why this should be the 
case, unless it is simply a peripheral factor (be that a cause/input or an outcome/product), 
in which case one would imagine that at least some account had to have been made of it. 
Learning and development have, albeit occasionally, received a mention. Cavanagh and 
Noe (1999:325) included 'participation in development activity' as an outcome in their 
study of 'antecedents and outcomes of the new psychological contract'. Similarly Nabi 
(1998:56) proposed that: 
'There is a suggestion that skill development enhances one's sense of competence and 
perceived control over one's career and should therefore influence feelings of career 
success and satisfaction.' 
Nabi suggested that the empirical research to support this link is 'very limited', but what 
research does exist generally but not always suggests a positive link to SUbjective 
measures of career success. As an overall introduction to the descriptive CPD literature 
(as opposed to empirical research), Kennie and Enemark (1999:155) linked the 'growing 
importance of CPD' to the changing business environment, and changing career patterns. 
They identified some of the formal and informal modes ofleaming, and suggested some 
of the reasons why individuals should engage in CPD. These included (page 158) 
professional competence, as a protection against litigious clients, and to support business 
competitiveness. Kennie and Enemark suggested that successful CPD would integrate 
individual and organisational needs, and look to outputs rather than inputs as a critical 
measure of success. 
CPD remains an under-researched element of the professional's frame of reference at 
work. Its inclusion here is justified because, while on the one hand professional 
organisations continue to exhort their members to engage in CPD, on the other the 
research on what sort of CPD their members engage in and why is limited. There has 
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been little empirical work on benefits that members perceive from 'doing' CPD. This 
literature review examines individual's motivation and readiness to learn,considers the 
practices promoted by UK professional organisations with a view to identifYing good 
practice, and considers the limited research evidence relating to measures of CPD. 
3.2.4 The relationship of CPD to readiness to learn 
For the sake of brevity a literature review on the psychological theories oflearning 
and typologies oflearning styles is omitted, except to observe that most CPD 
processes are based on a reflective framework involving individual introspective 
processes where the key learning points from activities undertaken are identified. 
These processes typically owe much to Kolb's (1984:168) cycle oflearning; and that a 
future extension ofthe study may be to link CPD and learning styles, which Kolb did 
(page 168 et seq) albeit in the context of engineering as a profession. Sadler-Smith et 
a!. (2000:244) identified a 'proliferation' of models of learning styles, and the addition 
ofa further variable, with a further set of up to 40 research questions had Honey and 
Mumford's (1986, 1992) typology been used, would have made the research 
instrument excessively long and the overall relationships excessively complex. 
Critten (1999:2) suggested that the reflective process takes individuals to a stage 
beyond vocational competence to being' synonymous with professional 
development'. PARN (2001b:4) emphasised the importance of reflective learning 
and the importance of linking the reflection to performance goals. However, as 
Maguire and Fuller (1997: 180) suggest (quoting Knowles 1970, J arvis 1987, 
Brookfield 1987): 'andragogy' - the assumption that adults are ready to learn and are 
self-directed learners - is relevant here, and that account should be made of socio-
economic, situational and dispositional (ie self-related) factors - as influencing this 
readiness to learn. Their list of influencing variables includes age, income, gender, 
prior educational experience, time available, and the cost of engagement. This means 
that it cannot be assumed that all individuals have an equal predisposition to learning, 
or even the ability to engage with it, and that this readiness is complex and multi-
faceted. Maguire and Fuller suggested that managers may have a higher 
predisposition for learning than 'lower' socio-economic groups, and this may require 
further investigation beyond the scope ofthe present enquiry. Maguire and Fuller also 
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pointed to: ' - a lack of studies of lifetime learning experiences' (page 177) - which is an 
interesting observation given the prevalence of the rhetoric about lifelong learning. 
Nonetheless their concern is recognised elsewhere: as Bryans et al. (1998:139) noted: 
'Many organisations choose to work on the assumption that people are instinctively 
competent learners. They assume everyone has the meta-cognitive skills to be able to 
reflect upon their ways of acquiring current knowledge and applying it to their practice.' 
In the present study, an attempt was made to account for andragogy as a factor, but the 
scale produced had a very poor internal reliability coefficent so these results were 
excluded from the final analysis. This may well be an area for further development at a 
later date. 
Tamkin and Hillage (1997: 1 et seq.) suggested that participation in learning is 'heavily 
influenced by demographic factors'. Those positively disposed towards learning were 
likely to have undertaken more learning in the past, be younger, be full time and be well 
paid. Non-learners in their study (which was not just of professional workers) were 
likely to be older, to have lower qualification levels, but also to have attitudinal barriers 
to contend with. They also suggested (page 3) that the benefits ofiearning were likely to 
be influenced by 'life cycle stages and the remaining period of return'. The influence on 
age in relation to learning orientation will be revisited later in the study. 
Hoeksma et al. (1997:307 et seq.) considered the role of deep and surface learning in 
their examination of the relationship between learning strategy and organisational 
structure in predicting career success. While a consideration of career success fits 
elsewhere in this literature review, they found that engagement with deep learning 
enhanced a manager's chances of career success providing they worked in organisations 
with low levels of specialisation, and for general managers with less well defined task 
responsibilities. They also warned against the danger of over-specialised surface 
learning, as this leads to a tendency to get bogged down in irrelevant minor detail about 
organisationally located tasks. Hoeksma and his colleagues highlighted the importance 
for managers ofiearning how to optimise their leaming experiences. The researchers 
also highlighted the importance of working and networking outside the organisation, and 
suggested that this would give professionals who did this, information about the 
marketability of their competencies, enabling them to avoid over-specialisation and the 
development (page 324) of a more boundaryless career. They support the view ofMirvis 
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and Hall (1994), that professional rather than organisational identification may be the 
better long term bet, as this may offer a more sustainable connection. 
Bond (1994: 17 et seq.) considered two models of reflective learning for professionals 
linked to CPD through the use of problem-based scenarios. He suggested that motivation 
to engage in CPD and learning would be enhanced because the problem based approach 
made the activity more relevant to the individual and their needs (page 19). Allen et al 
(1999:1113 et seq.) suggested that motivation to learn is related to prior learning, 
completion of training programmes, and perceived training transfer, and suggested that 
individuals with a high motivation to learn were less likely to have feelings of career or 
hierarchical plateauing. Such individuals were also likely to be more involved in their 
jobs, possess greater self-insight and be more aware of career opportunities. However 
Allen et al. noted with caution (page 1116) that participation in learning activities cannot 
be taken as an indicator of interest in doing so, as the activities 'maybe mandatory or 
cover content already mastered'. Steele (2001 :312) suggested that 'transformative 
learning' involving 'intellectual excitement' and 'professional discourse' would be the 
type of CPD that would be stimulating enough to allow midwives to cope with the 
changing needs of the profession. All of these learning strategies helped to inform the list 
of different ways of undertaking CPD included in the research instrument. As a 
sunnnary comment, it is not just inputs (eg. courses attended, hours of training) or 
outputs (eg. skills acquired) that are important. It is also the individuals' intention to learn 
and the ability to do so, which may be linked to learning preferences and cognitive style 
(Sadler-Smith et al. 2000:239). 
3.2.5 The role of professional associations and the promotion of CPD policy 
Having identified the need for professional updating, how do professional associations 
seek to promote the notion ofCPD to their members? Rusaw (1995:215 et seq.) 
suggested that professional associations were influential in informal as well as formal 
processes oflearning, in the latter case through activities such as mentorships, networks 
and committee participation. Fonnal development was identified as including technical 
training, education and certification. Rusaw emphasised the role of professional 
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associations in bringing together practitioners from a range of organisations, an emphasis 
on networking and infonnalleaming that has substantial utility for the present study. The 
professional networks were seen as presenting a 'bigger picture of reality (p.220), 
extending the individuals perceptions beyond that influenced by organisational 
socialisation. In addition, as a consequence of the diminishing half-life oftechnical 
knowledge, professional associations have a role in defining what the current state of 
(codified) knowledge is in relation to a professional area. 
The Professional Associations Research Network (P ARN 2000: 1 et seq.) surveyed 436 
associations to ascertain whether they had undertaken surveys on their requirements on a 
range of issues. The survey appeared to be part of an ongoing project on the state of CPD 
across the professional associations. The professional associations responding had 
surveyed a range of issues, including members' compliance with CPD requirements, the 
types of CPD undertaken, member's attitudes to CPD, whether they found out what CPD 
members wanted, whether they surveyed employer involvement, and what benefits their 
members perceived from CPD. Of the 269 respondents, the majority had voluntary CPD 
schemes. Few had surveyed their members' interests in CPD however, citing resourcing 
issues as limiting factors. P ARN noted that (page 5): 
'From many other professional associations there was a response of surprise or confusion 
at the idea that they might have felt it necessary to find out their member's views, or a 
complete lack of interest in the idea.' 
In a later survey on CPD reported by the Professional Associations Research Network 
(P ARN 2001 b: 1 et seq.), key issues for the professional associations participating were 
suggested to include: 
• participation by senior practitioners 
• what is perceived to constitute CPD? 
• who pays: the individual or the employer? 
• time: are allowances given by employers, and what kinds of CPD activities are given 
in working time? 
• how CPD fits in with employers staff development or appraisal schemes? 
Connections, and sometimes tensions, between individual CPD and employer-led 
development activity are discussed below. 
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PARN (2002b:l) reported the outcome ofan intemet discussion forum involving 
respondents from twenty-two professional associations on the way in which CPD fitted 
into their governance structures. Of these, four had a dedicated CPD committee, 
seventeen combined CPD with other responsibilities, and one had no committee for 
CPD. P ARN concluded (page 2) that where associations combined responsibility for 
CPD with professional learning and education allowed a potentially 'seamless transition 
between the two'. Where responsibility lay with committees with an oversight of 
professional affairs, this was seen to underline that 'professionals are obliged, whatever 
the actual CPD policy might state, to maintain knowledge and competence'. 
Internationally, CPD models replicate to a large extent although this may well be 
influenced by the business culture of the country. For example, SAlCE (the South 
African Institute for Civil Engineering) published very prescriptive CPD guidelines 
(2002:31) which included definitions of CPD, listings of types of acceptable CPD 
activities, and how the engagement could be measured which was typically by 'input' 
such as hours spent. 
There are many examples of claimed 'good practice' in CPD from practitioners, from 
workplaces and professional institutes. The following section is necessarily selective. At 
the time of writing practitioner and professional publications are characterised by large 
numbers of descriptive accounts from the various professional bodies promoting their 
particular brand of CPD. These include: 
• linking workplace learning to accreditation, and even to rewards (Sand elands 1998) 
• utilising new approaches to learning at work including mentoring, open learning and 
Computer Based Training (Rajan et aI, 2000) 
• taking a systematic approach based on diagoosis, action, reflection, evidence 
collection and synthesis - or practical application of what has been learned (West 
2001) 
• linking C.P.D. to personal development plans (eg. Tarnkin et al. 1995, Rajan et al. 
2000) 
• accounting for prior learning not just the 'here and now' when preparing portfolios 
(Romaniuk and Snart 2000) 
60 
• learning that goes beyond the 'codified knowledge' to 'reflection in action in the 
company of other professionals'. (Critten 1999) 
Further pursuit of this descriptive literature was felt to be beyond the scope ofthe present 
enquiry although some sort of meta-analysis may well be an avenue for future research. 
Such was the level of interest in CPD at the start of the 21 st century that 'Training 
Journal' devoted a special issue to the topic (September 2001), whose distinctive 
contribution is a description ofCPD practices from a range of professional bodies, 
including another look at the CIPD by Wlliams (2001: 12) discussed elsewhere in this 
chapter, and Williams noted the importance of advancing the Institute's cause. This is 
also how Brooks (2001:15) described key principles of the Institute of Training and 
Occupational Learning's CPD approach in the same issue, where CPD is mandatory for 
the Institute's members although they have some considerable freedom on how they 
actually achieve this. Similarly, with respect to the Institute ofIT Training, Moss 
(2001:16) noted how an individual's CPD records can be a 'continuous thread through a 
potentially varied career'. 
In the same issue, but moving into the domain of more familiar professional bodies, 
Blyth (2000:53) discussed the Royal Institute of British Architects (and their members) 
attitudes to CPD, and suggested the need to 'tread a middle path' between a 'policing 
scheme' and one that was seen as 'woolly' by members. Nonetheless RlBA members are 
obliged to do 35 hours (or '100 units') CPD per year, but Blyth suggested (page 53) that 
the Institute would do better to 'count the value, not the hours.' In the present study the 
'hours' requirement recommended by the CIPD was given less emphasis than what 
members actually did and the value they perceived they got from CPD. 
Tyler (2001 :20 et seq.) also described the Royal institute of British Architects (RlBA) 
CPD requirements, noting the impact that professionals have as a stimulus for 
engagement: 
, - any professional whose work impacts on the lives of others - should be required to do 
CPD. This is equally true in financial services, the health sector, law and construction. 
At a very basic level, this is for consumer protection. Beyond that, the professions 
recognise it as a way of helping to develop their member's careers. This also fits in with 
the govemment's views on lifelong learning as being essential to the financial well-being 
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of the nation'. 
Tyler reported (page 22) that while almost all members had exceeded that Institute's 35-
hour requirement, some members had been reluctant to submit records without being 
chased. 
There is also substantial discussion in the same special issue (Flood 2001 :26, Wilson 
2001 :33, Forrest 2001:33) of the role of online learning in CPD, including a review of 
the online facilities provided by some of the professional institutes themselves. Glover 
(2001 :44 et seq.) reported the findings of a study by the 'Inter-Professional CPD Forum' 
that: 
, - despite the fact that professionals made great use ofthe internet in general, its use for 
CPD was inhibited by badly designed and user-unfriendly websites, poor search 
facilities and slow download speeds.' 
A quarter of respondents to the study blamed technological problems, and only 13% 
their own lack of IT skills. 
Mayo (2001.36) raised questions about how 'we' (presumably meaning professional 
bodies) actually measure the impact of CPD undertaken on an individual's portfolio of 
capabilities, echoing Blyth's (2000.53) view of ' count the value not the hours'. At the 
same time Mayo noted with caution the emergence of what he called a 'new industry of 
quality assurers, assessors and testers all in the name of having standards'. This 
cautionary note is appropriate: while on the one hand it can be said that what gets 
measured gets done, on the other if the measures themselves are nonsensical or poorly 
founded then they are perceived to be less than useless. An example was the debate in 
UK universities in 2001 -2002 about the UK Quality Assurance Agency's subject review. 
Mayo also emphasised the necessity for professionals to be able to benefit from a wide 
range ofiearning opportunities. 
The health related professions in the UK have demonstrated substantial enthusiasm for 
CPD, leading to the formation (in 2002) of the Health Professions Council to co-ordinate 
CPD. Glover (2001 :44) reported that to remain registered as professionals, practitioners 
will have to demonstrate 'active CPD'. Glover suggested that most health professions 
claim to have mandatory CPD, but that monitoring was 'scarce'. Davies and Ford 
(2001 :334 et seq.) noted that especially in a health care environment, doctors themselves 
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may be resistant to the introduction of new systems and that this could also apply to 
CPD. The respondents to their survey (psychiatrists) preferred CPD to be part of a peer 
group process at a local level, although even this could experience problems such as 
intra-group trust. Interestingly the respondents cited 'loss of accreditation' (page 336) as a 
'desirable penalty' for not engaging in CPD. As an example, P ARN (2002b: 1) describes 
the mandatory CPD scheme adopted by the UK's General Dental Council, where 
individuals have to undertake 250 hours of 'lifelong leaming' over a five year period to 
maintain their certification, or face being struck off the GDC's register. As a contrast, 
Warr (2001: 12 and 2002:4 et seq.) described the Law Society's scheme as balancing 
carrot and stick approaches: based on the incentive to maintain competitiveness in a 
highly client-focused marketplace, with a strong emphasis on coaching and mentoring. 
Warr also emphasised the need for individuals to accept responsibility for their own 
development. 
Vineyand Muller (2002:115 et seq.) identified General Practice medicine as being a 
priority area for CPD development and cited non-principal (eg. locum) GP's as being a 
particularly vulnerable group due to their lack of attachment to a practice and distance 
from supportive colleague relationships. This is an interesting observation in the light of 
similar fieldwork findings (see chapter 9) in relation to HR professionals who work as 
independent consultants. White (2002:31 et seq.) identified the kinds of CPD activity 
undertaken by practitioners of oriental medicine and found that while attending formal 
courses and seminars was the activity on which the greatest amount of time was spent, 
reading and discussion with colleagues were also siguificant, as was mentor support. 
White concluded that their members needed clearer instructions as to how to undertake 
CPD, clarification of mentor roles, and the need for a CPD structure - bearing in mind 
that in this profession, many members are employed in small units such as medical 
centres or general practices. 
As a concluding comment the proliferation of descriptive literature about CPD from the 
late 1990's onwards had not, at the time of writing, been matched by very much 
academic or empirical work to evaluate the significance of this growth of interest. Due to 
the scale and repetitive nature of the former, the author has only covered a small part of 
it, while the latter has proved to be extremely difficult to find. The next sub-section 
focuses on the Chartered Institute of Personnel and Development. 
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3.2.6 CPD Policy in the Chartered Institute oCPersonnel aud Development 
This section of the literature review examines policy matters in relation to the CIPD, 
whose members are the focus ofthis study. The Chartered Institute of Personnel and 
Development is the UK's national professional organisation for individuals who work in 
human resources, personnel and training. With over 116,000 members 
(www.CIPD.co.uk, February 2003), it provides policy advice at nationalleve!, with a 
geographical branch structure for local representation. It offers qualification based 
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accreditation, although this is not a pre-requisite for entry to the profession, nor is a 
degree a pre-requisite for entry to the qualifications structure. It was one of the first 
professional organisations in the UK to actively promote CPD to its members, and has 
been very influential in the design and development of CPD systems and processes 
(CIPD 2002a, 2002b). 
How do the CIPD fare when considered against criteria for identifying an occupational 
group as professionals? Based on the literature review, a number of defining attributes 
for the professional sample could be identified, although as was suggested earlier in the 
chapter, it is perhaps best to consider the following attributes as a series of continua 
rather than absolute requirements. First amongst these, and often applying irrespective of 
status perceptions of the occupation, is the identification of ones self and by others as a 
professional (Kerr and Von Glinow 1977, Morrow and Goetz 1988, Mirvis and Hall 
1994). In the present context this self-perception of status was believed to be relevant to 
perceptions of career success or employability. The CIPD has grown considerably in 
status in the last two decades, acquiring a Royal Charter in 1994. Secondly, there should 
be a professional association for the occupation, which may be a source of loyalty or 
attachment on the part ofthe individual (Elliot 1972, Watkins 1992, Ackroyd 1996). 
This as believed to be important in the present context as professional commitment may 
influence an individual's predisposition to engage in CPD such as through the CIPD's 
promotion of the good practice. Third, there may be an emphasis on professional 
networking as a way of promoting client relationships beyond a work organisation. 
(Arthur and Rousseau 1996) This was believed to link to the individual's perceptions of 
CPD opportunities and also employment opportunities ( and thus employability). 
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Of crucial importance in the present context is the engagement with professional 
learning from a variety of sources and professional updating (Rajan 1990, Arthur and 
Rousseau 1996, Hall 1996, Mirvis and Hall 1996), operationalised in chapter 4 as 
perceptions of the value ofCPD (CPDV), as well as actual engagement with CPD 
(CPDE). This was seen as especially important in the context of the declining half-life of 
professional knowledge (pazy 1992) and the need for professionals to keep up to date. 
Professional training, values and codes are another key attribute of professionals, the 
latter manifesting themselves in this context as the CIPD's own professional standards 
(CIPD 2002a, 2002b) and codes of practice on a range of topics. 
It has also been suggested (Hall 1968, Drucker 1968, Morrow and Goetz 1988, Raj an 
1990) that professionals should have the ability to exercise professional discretion at 
work. This aspect can be problematic for organisationally-located professionals who are 
expected to follow organisational rules and procedures as well as upholding professional 
standards, and who have organisational/managerial as well as professional 
responsibilities (Elliot 1972, Wallace 1995, Herriot and Pemberton 1996). Human 
Resources professionals are not immune from this conflict, on the one hand discharging 
managerialist agendas such as downsizing or performance management, while on the 
other promoting fairness, equality and work-life balance. A similarly problematic aspect 
of this profession is the professional attribute relating to the ability to exercise 
occupational closure (Leveson 1996, Ackroyd 1996, Reed 1996), meaning the ability to 
control entry through say qualification barriers, and thus maintain the scarcity of 
occupational skills. Professional training although not mandatory as a pre-entry job 
requirement for UK human resources professionals is something that will have applied 
to all of the sample by virtue of their membership status. Nonetheless anyone, given the 
opportunity, could have the title or role of Human Resources Director' in a UK 
organisation, and this is one of the factors that distinguishes this occupational group 
from, say those professions concerned with the soul, health and justice (Elliot 1972). 
What is notable is that the CIPD rather than restricting entry have actually sought to 
promote membership growth, and one can only speculate as to the possible long term 
consequences of this on the demand for their professional services. 
Finally, an important attribute is an emphasis on professional trust, meaning that the 
professional'S judgement is accepted without question (Watkins et al. 1992, Arthur and 
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Rousseau 1996). In this respect the Hmnan Resources professional is supported in the 
OK by the codification of much of their practice as employment law, with 'good practice' 
being identified in a series of codes of practice promoted by the Advisory, Conciliation 
and Arbitration Service (ACAS). Although scoring more strongly on some ofthe above 
attributes than others, the CIPD, the author's own professional organisation, emerged as 
the strongest contender for the focus of this study. 
As one might expect for one of the early leaders in the CPD field in the OK, a nmnber of 
practitioner publications have carried descriptive items in relation to the CIPD's CPD 
approaches. For example Crofts (2000:73) described a range of strategies that could be 
used to promote CPD at the CIPD local branch level, including the use ofCD-Roms, 
mentorships and learning networks. Crofts also commented on the problems that 
members had of fitting CPD workshop type activities into the working week, even 
evenings, and cited examples of where weekend workshops were requested by members. 
WiIIiams (2001 :12 et seq.) however suggested that while CIPD members, especially 
those in a training role, may themselves be responsible for the development of others, 
they were not always able to give their own development the priority needed. WiIIiams 
also provided a table (page 13) which offered the 'key principles underpinning the CIPD 
policy ofCPD' as: 
• a continuous process that applies throughout a professional's working life 
• that individuals are responsible for controlling and managing their own development 
• and should decide for themselves their learning needs and how to fulfil them 
• that there should be learning targets which reflect the needs of employers and clients 
as well as the individual 
• and that learning is most effective when it is integrated into work rather than an 
additional burden 
WiIIiams (2001 :12), on the subject ofCPD in the CIPD, noted that the members of this 
profession have a 'professional obligation to the Institute in demonstrating to the Privy 
Council, governing bodies and the outside world that CPD is something important and 
can be audited.' 
While most professionals would have no problem with most of these points, the 
literature review has revealed some potential tensions in these areas, explored through 
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the qualitative research and which will be further explored through the quantitative 
research. For example, some individuals find it difficult to manage their own leaming 
and have variable capacity for doing so. There may also be a tension between where the 
greatest benefit and thus the ownership of the CPD lies, with the individual or with 
employer - or indeed a client. The final point, that learning should be part of everyday 
organisational life, in theory may sit well with the concept of the learning organisation, 
but in practice may have more to do with rhetoric than fact. 
The CIPD themselves offer a range of advice at both local and national level. Most 
branch websites will list a CPD advisor, and the main CIPD website (CIPD 2002a: 1 et 
seq) sets out what is seen by the Institute as the individual rationale for CPD including 
CV enhancement, professional recognition, to 'showcase' one's achievements, accelerate 
career prospects, enhance salary and improve job satisfaction. The Institute in this source 
recommends a minimum of35 hours per year dedicated to CPD activity and some 
researchers investigating CPD with CIPD members have referred to this (eg. Sadler 
Smith and Badger 2000:66 et seq.). In the present study the focus on hours as a 
simplistic output indicator was felt to be less helpful than an indication of what CPD 
members actually engaged in as a process descriptor, and how this related to other 
variables such as career success or employability. 
(CIPD 2002b: I et seq) offers further definitions of CPD, templates for recording CPD 
and examples ofCPD activities from both inside and outside work, and an example ofa 
typical CPD record. The policy document identifies (page one) four main sources of 
development as: 
• learning through work-based activities 
• attendance at courses, seminars and conferences 
• personal activities outside of work 
• self-directed and informalleaming 
Outside work activities that are suggested include school governorship, industrial 
tribunal membership, voluntary work, writing, lecturing or travelling. Self directed 
leaming is suggested, to include reading a range of recommended publications, or 
attending branch meetings. The listings contained on the website were useful in 
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infomling the listing of CPD strategies, which fonn the latter part of the quantitative 
research instrument. 
On the subject of whether CPD should be voluntary or mandatory, Madden and Mitchell 
(1993) suggested two models, which they called the sanctions model and the benefits 
model. In the first, CPD is a mandatory requirement for members of a profession and 
non compliance results in sanctions. J ones and Fear (1994:51) suggested that this model 
was normally found in the older and well established professions: they suggest the Law 
Society, and the Institute of Chartered Accountants in England and Wales as possible 
examples. In support of mandatory CPD, they suggest (page 52) that as: 
, - it is always those who need CPD most who are least likely to do it - it is argued [that] 
a voluntary policy would have no effect on those who most need to develop.'. 
In the 'benefits' model, which Jones and Fear (1994:51) suggest is nonnally found in 
'new or developing professional institutions', CPD is encouraged as a voluntary activity. 
Jones and Fear cite a range of examples including the (then) lPD, and the Chartered 
Institute of Marketing. They suggest in support of this model that imposing sanctions for 
non-compliance could be ineffective since membership of the professional institute or 
retention of a level of membership may not be a pre-requisite of the individual's 
employment in that field. This is true of Personnel and Human Resources, as opposed to 
say, Dentistry, General Practice Medicine or the Law (in the UK). 
Further exhortations to engage in CPD and observations on the merits of CPD can be 
found in the Professional Association Research Network's online magazine 'Continuing 
Professional Development Spotlight'. These include observation on the importance of 
CPD in the context of changing career scenarios (Guest 2001:1), and motivations for 
undertaking CPD (Daniel 2001:3). PARN also contributed (pARN 200Ib), a SUll1ffiary 
of the problems and solutions of planning and recording CPD. They reported a number 
of recorded outcomes (this expression being preferred in this context to findings as the 
respondent numbers were generally small). These included senior professionals 
resentment at being asked to record CPD (page I), a lack of perceived benefits to 
membership upgrading (page 2), and a lack of diagnostic tools for planning and 
recording CPD. P ARN also noted the need for professional association's CPD schemes 
to fit in with employer needs (page 3), and the importance of mentoring. 
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3.2.8 Empirical research relating to the cpn of CIPn Memhers 
In addition to the policy-related material described above in the section on professional 
associations, there has been some research and publication activity in relation to CIPD 
members, what CPD they engage in and their attitudes to it. While some of this is what 
one might describe as academic output (eg. journal articles), some of it is research 
commissioned by the CIPD, to ascertain methods of and attitudes to CPD amongst their 
membership. 
For example, a 1999 CIPDIHarris Research study into the CPD activity of its members 
described by WiIliams (1999:95) suggested that '74% of members had a development 
plan, 85% were aware oftheir (preferred) learning style, and 85% said CPD was 
undertaken to 'help in their job'. As for barriers to undertaking CPD, these were cited as 
work pressures (78%), domestic responsibilities (52%), and 'other priorities' (49%). 
Harris Research reported variable levels of enthusiasm for engagement with CPD, and 
highlighted the need for the Institute to actively promote CPD for members at whatever 
stage of their careers, as another member suggested elsewhere: 
'- without'people feeling the whole thing is simply about producing useless bits of paper.' 
(WiIliams 1999:95) 
Harris Research published another set of descriptive studies in 2000, again 
commissioned by the CIPD, these being the Lifelong Learning Survey (Harris 2000a), 
the 'CPD 2000 Survey: Corporate Members' (Harris 2000b), and the 'CPD 2000 Survey: 
Graduate Members' (Harris 2000c). The CIPD commissioned the first study (Harris 
2000a) to 'examine the ways in which corporate members (MCIPD's) engage in lifelong 
learning and especially their CPD. The study is useful as comparative data in the context 
of the existing research, especially in respect of the demographic characteristics of the 
sample, job roles, and attitudes to CPD and development planning. This study did also 
consider preferred learning styles. The research characterised respondents by their 
attitudes to CPD and CPD recording, as follows: 
• 10% were described as 'aspiring career changers' (page 8) whose CPD objectives 
included a personal commitment to development and establishing themselves in the 
profession. they also reported that domestic responsibilities could be a barrier to 
CPD, which one might expect given their younger age profile. 
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• 17% were described as 'assiduous record keepers' for whom CPD was part of a 
quest for membership upgrading. For many in this category, work pressures added 
to family responsibilities as a further barrier to CPD engagement 
• a further 17% were described as 'development planners', (page 9) and who were the 
best of all the categories at record keeping, and who were the most likely to have 
undertaken an audit of their competencies. They were characterised by employment 
as trainers or similar. 
• 23% ofthe respondents were described as Job related leamers' (page 9), who 
although they were less likely than average to keep records, their CPD was more job 
rather than self related. A higher than average number did not have a development 
plan or learning objectives, and most ofthe sample were male, more senior, and 
more likely to make use of spontaneous rather than planned learning. 
• 11% of the respondents were referred to as 'CPD agnostics'. These were the least of 
all likely to keep records, set objectives. Many either thought the CIPD should not 
ask for CPD records, and it was found that (page 10), 
, - this group more than any other could be yet to be convinced of the value ofCPD.' 
Very few of the latter group had visited the CIPD website, yet many were directors and 
they were amongst the highest earners in the CIPD study. CPD was accorded a relatively 
lower priority in this group. 
Finally, 22% of respondents were described as 'senior member sceptics'. These were the 
most negative about producing records for the CIPD, and over half did not keep these. 
many did not have a development plan, yet were senior in their organisations, higher 
eamers and more likely to be Fellows. The fact that more of this group than the other 
groups were self-employed or consultants in, for example, change management would 
explain why they also valued networking and found this important in their CPD. 
Harris Research also reported suggestions for support provision from the Institute, which 
included: to provide competency career benchmarks, and advising on or providing 
learning opportunities (page 6). Attitudes to recording CPD were categorised as 
• traditional including a strong sense of organisational commitment and traditional 
career values 
• cynically orientated - where members did not see the point of CPD or found it 
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backward looking 
• anti-bureaucracy orientated, characterised by one comment eg: 'you know what you 
have done, why write it down?' (page 7) 
• finally, privacy orientated members were reluctant to reveal details to the CIPD, 
believing it to be none of their business. 
Among the summary recommendations from this study (2000a) were the need for a 
segmented approach to CPD, in recognition of the distinct member groups within an 
apparently homogenous sample. This is a point that will be revisited later in the 
dissertation in the light of findings regarding the CPD needs of independent consultants 
and self-employed members. One example recommendation was what Harris Research 
called a 'gold card' approach whereby very senior people would be happy to pay for 
more tailored events relevant to their needs. The role of employers in CPD was also 
considered - at the time of the report the Institute did not liaise with employers directly, 
yet they were key to many of the CPD activities undertaken. These findings and 
recommendations are highly relevant to the present research and will be used for 
comparative purposes in the analysis chapter below. 
The CIPD also commissioned TNS Harris to research the attitudes of Corporate, and 
Graduate (Grad.IPD) members to their CPD. Corporate members are normally those 
who have completed the full menu of the CIPD's professional qualifications plus a 
qualifYing period of relevant experience for membership upgrading. The term 'corporate' 
would normally refer to Members (MCIPD), although the Harris study seems to have 
also included the higher category of Fellows (FCIPD), these being members who have 
senior experience as well. The report (Harris 2000b) focuses on members aged 40 and 
above and was based on a 33% response rate from a postal sample of 1000. Seventy five 
per cent of the respondents were MCIPD's, the balance FCIPD's, and the demographic 
characteristics of the sample will be compared with that ofthe existing study later in this 
dissertation. The purpose of the report appears to have been to make a longitudinal 
comparison to the data gathered in 1999. The report concluded that the sample aged 
forty plus were (page 4) 'fairly committed to their CPD'. The results for assessment, 
planning and the recording of development needs were not significantly different to 
1999 and two thirds of the respondents had a development plan. Many had set targets for 
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themselves or had targets set by their employer in respect of development, but only 3% 
had used the CIPD's CPD software. 
Almost all the respondeuts had taken part in professional work based activities that had 
contributed to their learning in the last twelve months. The second most common fonn 
ofleaming was 'self directed or infonnalleaming' (page 2) followed by training courses 
and seminars and then personal activities outside of work. Again the data for 
engagement with different types of learning will be compared with the results of the 
present study in more detail later in this dissertation. The main areas to develop over the 
next few years included employee relations, employee law, HR policy, reward and 
remuneration, training and development and finally recruitment and selection, in 
descending order. 
Most of the respondents were aware of the CIPD's policies on CPD but relatively few 
engaged with their branch. Many respondents suggested they would like more guidance 
on how to undertake and record their CPD, although most were positive about the 
support they had received. Significantly (page 4): 
, - almost half (49%) of the corporate members surveyed did not like producing CPD 
records for the IPD and a third (31 %) did not think the IPD should ask them to provide 
records oftheir CPD.' 
In the context of the present research these findings are a potential source of concern, 
and will bear comparison with the present study later. Given the response rate (33% -
better than that for the present study), one can only speculate as to whether those who 
did not respond had even less positive attitudes to, and a lower engagement with, their 
CPD. 
The third CIPD study (Harris 2000c) focused on Graduate members, as members who 
have completed the qualification scheme but not the experiential requirements for 
corporate membership. Although the present study does not include graduate members 
the conclusions of the report are relevant. Probably because of the recency oftheir 
joining and qualification, these members were described (page 36) as being more 
positive in their attitudes toward the CIPD. They were more likely to keep records of 
their CPD (although many still did not like doing so), more likely to engage in CPD 
activity and more likely to have audited their own CPD needs. Clearly for many of these 
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members the incentive to engage was to provide evidence to support membership 
upgrading. Even so the institute was perceived to be very demanding in terms of CPD 
activity and record keeping by many (page 38). The report concluded that the best 
strategy for the Institute was to maximise support to new graduate members while they 
gain the experience required to upgrade membership, and to ensure that the evidence 
requirements were not so onerous as to put off potential applicants (page 38). 
The three Harris Consultancy reports were clearly commissioned because the Institute 
was interested in maximising the utilisation of CPD and, in intention at least, was and is 
not insensitive to the views of its members. In the discussion of results from the present 
study it has been interesting to see how the Nottinghamshire and Derbyshire sample 
matched with this survey in their views. Glover (2001 :44) describes the CIPD as having 
been a 'leading light in CPD for many years'. She describes how from July 2002 all 
members passing the professional qualification stages (Graduateship) then have a 
mandatory requirement to register their CPD including reflection on learning and a plan 
for the future. 
After the field work had been undertaken in the present project, a number of studies were 
identified which focused on the CPD needs of CIPD small business members and self 
employed trainers and consultants. It is regrettable that these were not identified earlier 
as some key issues with the questionnaire, such as the potentially alienating nature of 
some of the questions to self-employed members could have been avoided. For example, 
Moran and Bateman (2000) reported the results of a survey of2614 'IPD' members who 
identified themselves as either solo self employed or working in small enterprises, 
principally in the field of training. Many respondents felt (and this was echoed in the 
present study: see chapter six) that their needs in terms of marketing and business 
development were not well served by the CIPD, and that the Institute generally was not 
'tuned in' to their needs. More recently, the CIPD 'Branch Supplement' (g. ClPD 
2002c:4) has carried articles promoting the for a being developed to better serve the 
interests of small business members, apparently official recognition of an informal 
debate that had been going on for some time. 
There are a small number of studies of the CPD of ClPD members at branch level. 
The Institute of Personnel and Development published its policy on Continuing 
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Professional Development in 1994. Jones and Fear (1994:52) reported that following 
this the Cardiff Branch snrveyed the CPD requirements of its members. Jones and Fear 
(1994:49) describe how in 1991 the fonner lPM Council resolved that evidence ofCPD 
be required for upgrading purposes, leading to the publication, in 1993, of the first lPD 
statement on CPD (lPDI993), which outlined the Institute's voluntary policy, and the 
philosophy that individual development needs be business-driven. Their Cardiffbased 
snrvey was a comprehensive snrvey across all membership levels, with an overall 21 % 
response rate, although 40% of the higher grades (for example, Members and Fellows as 
covered by the present study) responded. This over-represented the higher grades and 
Jones and Fear speculated (1994:53) that this may be because the newer members had 
not yet had time to think about their CPD. This suggestion is not supported by other 
related research, principally Sadler-Smith and Badger (1998), who found that it was the 
older and higher level members who placed too little emphasis on their CPD. 
The questions and analysis used by Jones and Fear appear to be relatively 
unsophisticated, such as for example the finding that out of 20 1 respondents only three 
did not think CPD was important (page 53). Nonetheless the results have some utility in 
the present study in infonning questionnaire desigu or for comparative purposes, noting 
that Jones aud Fear's study was conducted at least eight years before the present one. 
Jones aud Fear also reported (page 54) that 66% of respondents were currently involved 
in some fonn of CPD, 40% would have liked more infonnation on CPD, aud 64% were 
prepared to invest their own time in CPD. 80% of respondent's organisations did offer 
time to support CPD however, aud 60% were prepared to offer finaucial assistauce. 
Members were also asked to indicate priority areas for their CPD: the penultimate item 
(95) on the present snrvey instrument (see appendix I). Priorities in the 1993-4 study 
were strategic development (32%), employment law and European influences (29% - a 
high score which one might expect given the recency in 1994 of the Single Market), 
training and development (14%), the changing enviromnent ofHRM (11 %), employee 
relations (10%) aud computerised infonnation systems (4%). 
Jones and Fear's respondents indicate preferred development methods, rating on the job 
development (eg. acquired experience, networking) as the most popular (79%). Infonnal 
self directed development came next (68%) which included reading relevaut literature, 
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although only 5% of these admitted attending branch meetings. 54% used 'structured 
fonnal training not leading to qualifications' (page 56), and 49% training leading to a 
qualification - the most frequent of these being the Institute's own. Jones and Fear 
concluded (page 56) that while some professional organisations 'such as the Law 
Society' required their members to attend formal courses, these members would prefer 
more informal and self directed methods. 
Jones and Fear also surveyed the organisational connection, and found that (page 56) 
only 20% of their respondents said their organisation had a CPD policy, and only 10% 
that an HRM statement was integral to the business plan. This led them to the interesting 
conclusion that while the Institute required members to show how their CPD integrated 
with business needs it would be difficult to do so ifHRM was not part of the Corporate 
Plan. Finally 85% of the respondents were not in favour of a compulsory CPD policy, 
but would be if it led to 'certificated outcomes' (page 58). There follows some discussion 
ofa potential link to National Vocational Qualifications (NVQ's), although in the 
subsequent years it would appear the Institute elected not to develop this particular 
brand of CPD. Jones and Fear concluded (page 59) that CPD was not as business-driven 
as it might be, that most members preferred to engage with self-development methods. 
Overall despite the relatively unsophisticated nature of Jones and Fear's methodology 
their research has some utility in respect of the types of CPD undertaken and member's 
perceived priorities. 
Sadler-Smith and Badger (1998:66 et seq.) surveyed members of the U.K.'s Chartered 
Institute of Personnel and Development to investigate their attitudes to CPD, to explore 
the 'perception of their employer's attitudes to CPD', and to explore the relationship 
between these characteristics and individual factors (age, gender and job level), 
behavioural measures Gob satisfaction and organisational commitment), and 
organisational characteristics (size and sector). The study, described (page 72) as 
'exploratory', is highly relevant to the present research in that, the present research 
population are CIPD members, some of the measures produced can be adapted for this 
research, and the link to commitment (albeit OC in this case) has helped to inform the 
present research strategy. Sadler-Smith and Badger's survey questionnaire consisted of a 
number of sections the first of which explored attitudes to CPD, as follows: 
• value of CPD - in relation to expected outcomes, in a changing work environment 
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• the support and recognition given to CPD by employers 
• . individual commitment to professional development 
• the extent to which the respondents understood and operationalised the CIPD's 
requirements 
Job satisfaction was measured using the 'Overall Job Satisfaction Scale' (Hoppock 1935). 
Organisational Commitment (OC) was measured using a 9-item short form ofthe OCQ. 
Sadler-Smith and Badger concluded that the CIPD respondents valued CPD and saw it 
as an integral work based activity, irrespective of age, gender or job level (page 70), but 
that support from employers was variable. There were no significant differences 
between sector: public, private or SME's. No statistically significant correlation was 
observed between either OC, their measure of job sastisfaction, and the perceived value 
of CPD. This is noteworthy in the context of the present research in that OC was 
deliberately omitted as the focus is more on the professionals and their relationship with 
the profession. Sadler-Smith and Badger concluded that the role of the organisation was 
as a vehicle for the respondents' career and for some aspects of their development. 
Sadler-Smith and Badger considered (page 71) aspects of CPD targets and recording, 
raised as a concern in some of the later related literature (eg. Harris 2000c), this being 
one dimension of CPD the respondents were 'least well disposed to'. The record-keeping 
aspects are not part of the present research. This has been informed by that ofSadler-
Smith and Badger, but with a greater focus on the factors related to CPD, much less 
emphasis on the organisational aspects, and the additional consideration of factors such 
as perceived employability and career success. Sadler-Smith and Badger suggested (page 
74) that CPD maybe a way to enhance mobility in the labour market (operationalised 
here as employability), and finally that the Institute may need to make some policy 
revisions if it was to achieve the level of engagement with CPD that it has aspired to. As 
a recent and rigorous empirical work the Sadler-Smith and Badger study has provided a 
key point of comparison which is discussed in more detail in chapters six and eight. 
Sadler-Smith et al. (2000:239 et seq.) again surveyed CIPD members in Devon and 
Cornwall, this time to investigate the relationship between their CPD preferences, 
their cognitive style, and demographic characteristics. They identified a number of 
reasons why individuals would wish to undertake CPD, including (page 240) the need 
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to keep up to date ('maintenance'), to 'remain competent and valued organisation 
members' ('survival'), and to enhance labour market mobility. They hypothesised that 
cognitive style ('consistent individual differences in preferred ways of organising and 
processing information': page 241) may affect an individuals' choice of preferred 
learning activities. Sadler-Smith et al. describe a 'CPD preference inventory' which 
included items grouped by work-based methods, traditional methods (eg. training 
courses), and self-directed methods, which included using journals and books. The 
researchers found that their respondents preferred traditional, directed methods, with 
self-directed methods 'held in low esteem' (page 252). They found 'only limited 
support' for any relationship between learning preferences and cognitive style, with 
the suggestion that this may be mediated by gender. Sadler-Smith et al concluded 
(page 253), that HR practitioners had clear preferences for work-based CPD 
strategies, that style did not clearly predict preference, and that 'further research 
should address attitudes to CPD methods and the relationship between cognitive style 
and gender'. The present research goes some way towards addressing these questions, 
although this Sadler-Smith study was only uncovered after the fieldwork in the 
present research project had been undertaken. 
Williarns (2001: 12), writing about the ClPD, (although a descriptive rather than 
analytical piece) noted that the members of this profession have a 'professional 
obligation to support the Institute in demonstrating to the Privy Council, governing 
bodies and the outside world that CPD is something important and that it can be audited.' 
To conclude, it is fortunate that the few practical studies of CPD relate to the ClPD, of 
which the author is a long-standing member. These few contributions were most 
valuable in informing conceptual development and the design of the research instrument, 
and also highlighted some areas of concern and aspects for future development. Chapters 
7 and 8 will reveal that there is substantial potential for comparison between the present 
study and those described above, although none of them integrate the range of variables 
that has been attempted here, and the present study also focuses more on the outside-
organisation, 'professional' aspects. 
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3.2.8 Measuring CPD Engagement and Value 
Blyth's (2000: 17) request that professionals should 'count the value not the hours', begs 
the question of how can we measure engagement with CPD activity in the sense of what 
CPD do professionals actually do, and with what level of intensity and effort? Clearly 
the factors identified from within the process of CPD can be influential, which may arise 
from factors associated with the workplace (eg. if there is a link to appraisal and personal 
target setting), or with the professional institute (eg. if the membership feel patronised or 
fail to see the need to engage with the process properly: Taylor 1996:379 et seq.), or 
from within the individual, as in their cognitive style. 'These factors are summarised as 
table 4 below. 
Table 4: What influences CPD engagement? 
PERSONAL FACTORS 
(from/within the individual) 
andragogy 
age 
income 
gender 
prior educational experience 
time available 
cost 
preferred learning style 
perceptions of use and exchange 
perceived need to engage 
cognitive style 
SITUATlONAL FACTORS 
(from workplace or professional institute) 
opportunity for reflection 
peer support 
workplace culturelhistory 
link to career development, appraisal 
structured/unstructured workplace CPD 
personal development plans 
institute requirements: mandatory? 
institute members culturelhistory 
how is achievement measured? 
Developed from Taylor (1996) 'Professionalism and Monitoring CPD: Katka 
Revisited', Planning Practice and Research, Vol. 11, No. 4pp 379 - 389 
On the measurement ofC.P.D., Watkins (1999.66) argued that 'in the past CPD has beeu 
measured according to input' - meaning hours spent or courses attended. He suggested 
that professional bodies are now moving towards an approach which measures 'outputs' 
or defined competence, and quoted the rucs scheme which considers the link to 
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perceived future job requirements. Infonnal CPD - the unexpected outcome - also gave 
measurement problems, but more realistically reflected learning through day to day 
experience, and Watkins quoted the CIOB and IEE as schemes which aim to recognise 
this without being heavy handed in the application of stringent requirements. 
Tamkin and HiIIage (1997) discussed the 'returns' that employers and individuals accrue 
from learning, including financial returns, making a clear link to perceived 'return on 
investment' on both parts. Tamkin and HiIIage's list (page 56, table 6.1) included: 
• For the employer: profits, workforce autonomy, creativity, adaptability to change, 
lower turnover and recruitment costs and an enhanced company image 
• for the employee: greater job satisfaction, better job security and employability, and 
the ability to engage with a greater variety of work 
It is suggested that it is more accurate to describe these as 'outcomes' rather than 'outputs' 
as these relate to behavioural attributes that have been changed through learning rather 
than static competencies that can really only be measured at a certain point in time. 
3.2.9 Conclusions relating to CPD measurement and engagement 
First of all, that CPD is required or even essential is not in doubt. 'Today's managers, if 
they are to retain lifelong employability, must commit themselves to lifelong learning. If 
they do not, they are almost certainly bound to fail' (Schofield 1996). There are a range 
off actors critical to professional's engagement with and attitudes to CPD, including: 
• engagement with CPD cannot be assumed for all individuals, it may depend on an 
individual's ability to learn, cognitive style, or dispositional factors which are quite 
separate from their motivation (Abbott and Dahmus 1992, Maguire and Fuller 1997, 
Bryans et a11998, Sadler-Smith et a12000, Davies and Ford 2001) 
• over-stringent requirements of an Institute's C.P.D. scheme or a patronising scheme 
that upsets members may impede engagement (Taylor 1996, Watkins 1999) 
• whether a CPD scheme is mandatory or voluntary depends critically on whether 
CPD engagement is a requirement or a prerequisite to continued accreditation or 
licence to practice, and even then members may resent having to do it (Madden and 
Mitchelll993, Jones and Fear 1994) 
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• record keeping for CPD is seen by many professionals as a chore, and even if they 
are favourably disposed towards the idea of CPD they may still resent doing it, 
unless they aim to professionally upgrade (Harris 1999, 2000a, 2000b, 2000c) 
• ownership of CPD needs to rest with individuals otherwise they may feel alienated 
from the scheme (Taylor 1996, Kennie 1998, Sandelands 1998) 
• a lack of a perceived need for CPD on the part of individuals may undermine 
motivation to engage (Taylor 1996, Gosling 2000) 
• professional institutes' CPD schemes should be inclusive in their philosophy and 
practice, recognising the diversity of membership, their needs and their roles (Viney 
and Muller 2000) 
• CPD should not neglect the benefits of peer learning processes (Critten 1999) 
• engagement can be measured through a competence or 'output' approach; or a 'return 
on investment' or 'outcome' approach. Whichever is used it needs to have perceived 
benefits for the employee as well as the employer, otherwise CPD will be seen as 
following an employer-led agenda. (Maguire and Fuller 1997, Sandelands 1998) 
A range of research issues were suggested by the literature review. For example, whether 
individuals actually did perceive a need to engage in CPD was followed up in the 
qualitative research, as well as the issues of whether CPD was seen as serving 
employer's needs or their own, and barriers to CPD engagement. The relationships 
between attributes of the sample and CPD as suggested by for example Jones and Fear 
1994, Sadler- Smith and Badger 1998, Sadler-Smith et al. 2000, and the TNS Harris 
research projects will be compared in chapter 6. The hypothesised correlation between 
professional commitment and the perceived value of CPD will be considered in chapter 
8. Finally, hierarchical regression can be used to examine the predictive ability of on one 
hand CPD and a range of other variables on employability, and then of a range of 
variables on CPD itself, while controlling for age, gender, professional level and job 
level. 
Overall this literature review has confirmed that CPD is an under-researched although 
widely written about field, and worthy of our proper attention in this context. The next 
section of the literature review explores another much written about but insufficiently 
researched concept: employability. 
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3.3 EMPLOYABILITY. 
3.3.1 Introdnction. 
This study focuses on professionals in the workplace. One of the reasons for choosing 
professional workers as the basis for this study was the belief that these individuals may, 
through their professional values and professional allegiances that go beyond 
organisational boundaries, be more independent than most employees of the bonds of 
organisational loyalty and commitment, and more self-reliant in the employment 
marketplace. What was needed, was some means of expressing their value or their self-
perceived status in this respect as a construct, and at an earlier stage in the research it 
was believed that employability may have served this purpose. Noting the individual 
rather than organisational focus of the research, it was hoped that self-perceived 
employability may prove to be a potentially measurable outcome of the individual's 
engagement with the employment process (and related to CPD and professional 
commitment), as well as a potential influencing factor on some of the other variables 
under investigation, such as engagement with or attitudes to CPD, professional 
commitment, and self perceptions of career success. 
An understanding of what employability is and how it can be measured is therefore 
central to the research. This has not been easy. Employability as a concept has often 
been discussed but rarely has any real meaning been attached to the word. As a 
consequence, to undertake a study including employability means that one may have to 
address certain credibility problems deriving from over-use of the word and ambiguity 
as to its meaning. The task of the literature review has been to ascertain if this meaning 
can be found, or if employability is indeed as Pascale (1995:21) suggested: ' - an ill-
thought out concept infused with more hope than substance'. One of the weaknesses in 
the field is the lack of empirical research. Garavan (1999:4) concluded: 'there is little 
empirical evidence to support various aspects of the concept'. 
The literature review is in two sections. The first section summarises and critically 
evaluates a range of govemment and policy related publications. These are often in the 
careers-related literature: their main contribution was to enable the present study to move 
towards an operational definition of employability and a deeper understanding of 
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employability as a construct and a concept. This literature also contributed to the 
identification of measures of employability, although these will not necessarily have 
previously been used in empirical research. The second section of the literature review 
considers some of the academic output in the employability field. Some of this is 
theoretical in nature but will facilitate understanding, concept building and the 
identification of measures or components thereof. A smaller part of the academic output 
is linked to empirical research and should thus directly contribute towards the search for 
an employability measure appropriate in the present context. 
As with some other components of this study (eg. the literature review on CPD), much 
of the literature uncovered was ultimately found to be purely conceptual, non-original 
and dealing in generalisations and pious good intentions: much of this was consigned to 
the 'not used' file. What appears here is an accumulation ofthree years search: the author 
believes that the very paucity of this literature is itself a part of the rationale for the 
present study. 
3.3.2. Employability: Origins in Policy and Rhetoric 
Even if employability is a concept as Garavan ( above) suggested then it is not a new one: 
Hillage and Pollard (1998:5) identify references going back over seventy years (eg. 
Haim 1929, Van Deventer 1951, Feintuch 1955) referring to the preparation of 'school 
students for the world of work'; and Newer (1944:135 et seq.) which is discussed in 
more detail below. As Tamkin and Hillage (I 998:4) suggest, the widespread use of the 
term originated in the analysis of changing career patterns of the late 1980's, with for 
example Kanter (1987:321) referring to the need to build 'employability security'. Haigh 
and Gibbs (1981) had introduced the concept in the context of rising concern about 
graduate unemployment. Tamkin and HiIIage also suggested (1998:4) that the concept 
underpinned many of the assumptions behind what was then being called the 'new 
psychological contract', with implicit in much of the output the idea that employability 
may offer a positive way forward (eg. Herriot and Pemberton 1995). At the same time 
careers literature especially that which was aimed at graduate employability (eg. Bloch 
and Bates 1995) and academic output in the same field (eg. Viney et al. 1997) began to 
llse the term, generally as indicating individuals taking responsibility for their own 
careers. Some ofthis literature also aimed to promote the idea of training or vocational 
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qualifications, often in relation to the policies of the government of the day or the 
European Union (eg. Berke1ey 1995:53 et seq.). The first group ofliterature developed 
into what has been called in this study academic output, the second into what has been 
called in this study 'policy publications', which we focus on in this subsection. 
Around the late 1990's, as Hillage and Pollard (1998:ix) suggested: 
'The concept of employability is central to the current strategic direction of the 
Department for Education and Employment (DfEE)' 
That the word was embraced at government level explains the appearance of a number 
of reports (as also including Tamkin and Hillage 1999, !LO 1999, Rajan et al. 2000, 
Lane et al. 2000) on the subject and some of these very substantial documents give a 
good overview of publications in the field. This will now be discussed in tum in more 
detail, noting that while these are written from the UK perspective the concern with 
employability at policy level is not confined to the UK. For example Galvanek (1997:29 
et eq.) described an American public-private partnership which aimed to (page 31): 
'foster universal employability, career continuity and personal security for the growth 
and success of US employers, the workforce, and the US economy.' A link is made to 
the psychological contract literature as: (page 36): 
, - the new contract between employers and employees will be based on mutual 
responsibility, flexibility and a commitment to continuous leaming. The equation will 
be a balance of community and autonomy.' 
In the UK for example, Hillage and Pollard (1998:ix) stated on employability that'the 
term is used in a variety of contexts with a range of meanings' and set out to develop a 
definition and to operationalise the concept, with the aim of informing future DfEE 
policy. Their definition (page 12) summarises their findings well: 
'Employability is about the capability to move self-sufficiently within the labour market 
to realise potential through sustainable employment. For the individual, employability 
depends on the knowledge, skills and attitudes they possess, the way they use those 
assets and present them to employers and the context (eg. the personal circumstances 
and labour market environment) in which they work.' 
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They intended that this definition reflect their suggestion (page xiii) that it was a 
'dynamic concept depending on the inter-relationship between the individual and the 
labour market', which could be measured in a number of ways: 
• input measures - ego vocational qualifications completed, key skills or job search 
skills acquired, career management training undertaken 
• perception measures - either employer's views of their workforce employability or 
the employee's views of their own employability 
• outcome measures - the ability of individuals to get the jobs they want 
It should be emphasised that employability as a concept in this study is intended to be 
quite distinct from, say, adjustment and socialisation, these words describing processes 
inside organisations that occur after the commencement of new employment. 
Employability is intended to be a construct that can apply inside or outside organisations, 
relating to the individual's future rather than their past (career). 
What appeared to be missing here however (and is also missing from the literature) was 
exactly this retrospective element, unless it was implicit: how successful the person has 
been in maintaining continuous employment, if desired, based on the assumption that 
this would give positive messages to potential employers. This would however be 
reflected in the individual's C.V. It can be concluded that what could also be relevant 
here is some subjective measure of an individual's perceived personal or career success, 
hence this is a variable introduced later in the literature review. 
Hillage and Pollard's report concluded with a number of areas for further research, one 
being the balance between components of employability. These included firstly an 
individual's employability assets which could be at three levels: 
• baseline assets: basic skills and personal attributes, 
• intermediate assets: occupational specific skills, key skills eg communication 
• high level assets such as for example team working skills 
The second group of components of employability related to what they called (page 17) 
'deployment' and included: 
• career management skills 
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• job search skills 
• one's strategic approach: adaptability and sense of realism in the labour market 
The third group of components related to presentation: one's CV, qualifications, 
references and testimonies, interview technique, and track record. Finally, Hillage and 
Pollard suggested that the ability to realise employability assets depended on both 
individual personal circumstances and externaVcontextual circumstances, and the inter-
relationship between the two. In the former case, these could include caring 
responsibilities or age; while in the latter case this could include labour market factors 
and job matching processes. This discussion of the components of employability as 
encompassing internaVindividual and externaVcontextual attributes proved useful in the 
development of the employability diagram (see appendices) and ultimately of a 
measurement instrument. Hillage and Pollard themselves also briefly discuss measures 
of employability (page 33 et seq.), identifYing individual measures reflecting an 
individual's likelihood or predisposition to get a job, and 'macro measures' (page 34) 
which consider the workforce as a whole. 
Tamkin and Hillage (1999:1) aimed to: 
, - pin down the concept of employability and explore employer's involvement in 
enhancing the employability of their workforce, what they are actually doing and what 
motivates them.' 
Their report focuses more on the employer dimension and offers a very useful contextual 
overview, some of which has been referred to above, and a contemporary literature 
review. They reported some of their primary research findings as including an emphasis 
on (page 7, their italics): 
'the skills to compete in internal and external job markets - having the right skills 
portfolio as well as -professional expertise' 
'-fostering relationships and contacts inside and outside - '. 
They commented that while much of the employability policy literature emphasised 
people not in employment, from an employer's perspective (and indeed from an 
individual perspective who is employed already) it should also encompass people who 
are now in employment but who want to get a new job, or keep the one they have 
already. The main thrust of their report was what employers could do to enhance the 
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employability of their workforce, recognising that they could not often offer a job-for-
life, and that it could be good practice to give employees the ability to easily get other 
work should this be necessary. As such, their work ties in well with literature on 
psychological contracts and some of the more realistic and modem commitment 
literature. The emphasis on internal and external labour markets, professional expertise 
and networking, and skill updating are all highly relevant to the present study. 
Two relevant reports by the Create consultancy for the DfEE, are referred to here as 
Rajan et al (2000), and Lane et al. (2000). They offered two perceptions - one an 
employee-based study and one based on the employer's perspective. They illustrated the 
conceptual problems well in that their 900 employer respondents offered over 100 
definitions, but summarise these in that it is about (Rajan et al. 2000:2): 'how to obtain a 
job, how to retain a job and cope with changes in it,' and about how to get another job if 
made redundant. At the same time, it is also about balancing the business goals ofthe 
employer with the personal goals of the individual. They suggested (Lane et aI2000:2) 
that the debate on employability as a concept reached a peak in the mid- 1990's, and that 
it appeared to be an 'umbrella term' relating to individual skills as well as organisational 
and national competitiveness. The present research focuses only on the individual aspect. 
The employee focused report (Lane et al. 2000), concluded that while job security was 
never a reality for some, individuals now recognise the importance of maintaining 
employability, which they defined as 'getting a job - maintaining a job - and sustaining 
employability for the future.' (page 97). Once again however there appears to be no 
mention of perceived career success to date, or as one might say: 'where are we now and 
how did we get here'. 
Lane et al. identified (page 59 et seq.) differing individual attitudes towards self in the 
context of their career, where individuals were characterised as: 
• career builders - those aiming to build a career within the organisation, even if they 
are realistic enough not to expect much progression (noting that 'the death of career 
has been greatly exaggerated' : page 60) 
• job satisficers - (page 60 et seq.) whose main focus in life is outside of work: they 
may find themselves in companies or roles that offer little commitment in return 
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• franchise builders - (page 61 et seq.) - those who want to make an impact and create 
a 'personal branding within their craft or company', with strong emphasis on self-
belief 
• flexible workers - (page 62 et seq.) who are loyal only to themselves, and do not 
expect or receive much support. 
Lane et al suggested (2000:4 et seq) that individuals use four different tools to ensure 
success in the job market: 
• network analysis - evaluating opportunities in organisations and the labour market 
and using personal networks to advance their career 
• performance analysis - aligning individual performance with organisational 
expectations - the extent to which they identify organisational priorities and pursue 
these themselves 
• employability analysis - in addition to the two processes above, analysing 
opportunities inside and outside the organisation and developing the necessary 
attributes to seize these should they arise 
• career analysis - long term planning to try to predict and prepare for yet unforeseen 
circumstances by developing certain attributes. 
Intuitively this last point seems a little optimistic as it is suspected (based on the author's 
five years experience of teaching career development related modules on management 
courses) that many people never actually introspect about their careers at all. This is 
perhaps an area for further research. 
As to how the individuals are developing relevant attributes, most did not see School or 
University as significant influences on their approach to learning. Although they were 
enthusiastic about the concept oflifelong learning, there was heavy emphasis on 
experiential learning. Lane et al. suggested that (page 6) individuals will: ' - make the 
extra effort - if they believe they are fairly remunerated, receive recognition, and see 
their efforts rewarded - ' 
- the above suggesting a link between learning and career success, at least the objective 
sort. 
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Lane et al (2000:18) also reported some cynicism about employer-led initiatives, and 
suggest that for 'perhaps' one in four employees there is a sense of disenfranchisement 
in the 'new world of work.'. Their findings suggested (page 19) that one in two of their 
respondents believed employers provided learning only for the organisation's own 
benefit, that one in two were not engaged in any learning, that one in four were 
prevented from learning in some way, one in five believe most people do not want to 
leam new skills, and three in twenty people in work believe they have serious problems 
with learning. This makes a strong case for the connection between employability and 
ability to leam, and influenced the inclusion of items on attitude to learning and 
andragogy in the present study. The report identifies barriers to learning as including the 
physical conditions of work (32% of respondents) or a lack of resources (12.4% of 
respondents). 
The report suggested that employability could be represented by the formula:(page 23) 
E = r 
B 
where B represents the balance of' - drivers, such as values, expectancy, family 
organisation, performance, security'; and P represents preparedness including resources, 
support and tools ego for planning. The report argued that personal networks and 
motivation were key factors in the ability find work, and having a strong sense of ones 
own skills and the ability to market ones-self, and referred to a 'self-employment 
mindset' as potentially productive. The report concluded that while the concept of 
employability was supposed to offer an alternative to 'job-for life', achieving this is a 
matter of re-engaging the motivation and commitment of organisations and individuals, 
but especially the latter. They suggested that (page 8): 
, Employability is about engaging with the world view of the individual - ' 
- which is precisely the individual focus aimed for in the present study. Lane et a!. noted 
(page 86) that tmst relationships in the workplace also affected the enviromnent for 
leaming, making a connection to the intellectual domain of the psychological contract, 
which may be an area for further research. Lane et al reinforce the connection between 
employability and learning (page 59), and make a suggestion of causality, in their 
assertion that: 
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'External and internal employability depends upon training, development and other 
experiential learning that promotes transferable skills and personal attributes' 
The employer-focused study (Rajan et a1.2000) developed some of the themes from the 
employee study and suggests a connection (page 4) between the four groups of 
employees described above (job satsificers etc.), internal and external employability, 
and career resilience versus career dependency. This relationship is illustrated below as 
figure!. 
While the report is primarily aimed at promoting employer-led training initiatives, the 
report is conceptually useful and facilitates further understanding of the contemporary 
employment context. For example, it developed some of Raj an's earlier work on 
'mindset flexibility' (Rajan and Van Eupen 1998) and further promoted the concept of 
the 'self employment mindset' (page 20 et seq.). They reported that more employers are 
focusing on the employability of their workforces with the greatest emphasis to deliver 
Figure 1: 'Four groups of Employees' from Rajan et al (2000), 'Employability, 
bridging the gap between rhetoric and reality', Create Consultancy, page 4 
external 
employability 
Flexible franchise 
workers builders 
career career 
dependent resilient 
job career 
satisficers builders 
internal 
employability 
this being on individual learning and development plans followed by in-house formal 
courses and coaching by line managers. One interesting paradox is that the authors 
reported the loss of many potential coaches and mentors as a result of downsizing at the 
time when they are most needed. Key contacts for individuals in organisations are listed 
as (page 84) 'up there' (senior staff), 'over there' (eg. HR and other managers), 'down 
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here' (eg.one's peers) and 'out there' (friends and family, and, interestingly, the 
professional body). Both the CREATE pUblications were useful in the sense of overall 
concept building (as in internal and external employability, the relationship to leaming 
and development a work), and in the detail (as in how people engage in development). 
3.3.3 Theoretical and Empirical Research: Employability 
The rationale for undertaking a study of employability was reinforced by the finding that 
so much of the published output was both repetitive and lacking in originality. What one 
might expect to be 'academic' sources such as journal publications are no less guilty of 
this than sources found in, say, business or practitioner magazines. This section will 
focus on those sources which are considered to make an original contribution which has 
informed the present research. 
In the whole 'employability' literature, the earliest study found by the present research 
which explicitly mentions employability was Newer (1944: 132) which included an 
employability scale. This was a measure for what were then called welfare departments 
predicting employment likelihood based on individual characteristics. Newer found that 
his measure of employability was highest for white, US-born, younger and well educated 
males, and declined markedly depending on age, gender, race, education, prison record, 
social background (eg. unemployment), and also some rather interesting 'personality 
factors' (page 140): 'cannot speak EngIish ..... sluggish, dirty clothes, and grouchy'. Some 
of his terminology is rather quaint (unacceptable today), ego 'alien', used in a racial 
context -or under 'home conditions' (page 140), the author's personal favourite: '- if his 
home is known to be dirty'. On the racial aspects, Newer expressed concern about the 
possibly discriminatory nature of his scale but concluded (realistically, if one considers 
the context of 1940's America) that these were 'an acceptance ...... off actors affecting 
employability'. (page 143) 
Not untypical ofthe more modem writings on employability is Pascale (1995:21 et seq.). 
In common with much of the academic and practitioner literature this conceptual piece 
discussed employability as an employer-led dimension ofHurnan Resource Strategy in 
the context of the changing nature of work and careers and the 'new psychological 
contract'. Pasca1e suggested that employability as a concept was a limited one in that it 
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had only ever applied to a small proportion of the population, and that few employees 
possessed either the ability for self determination or enjoyed the contextual factors (eg. a 
supportive employer) to be able to develop employability. He suggested that 
employability in this sense had been over-promoted as an alternative to the traditional 
career, and that individuals were still likely to find their experience of a 'Darwinian' 
labour market a painful one. 
Hind et ai, as other writers, made a connection to the psychological contract literature in 
that (page 20): 
'A psychological contract which does not promise long term security - does not rnn the 
risk of violation - One aspect of the relational dimension of this new psychological 
contract is the dimension of career resilience.' 
Here, this is understood to mean 'positive responses to stress' (page 18), or in career 
terms the ability to withstand career upheaval. The dimensions of resilience identified 
included potentially strong links to the professional psyche. They included (page 19): 
• power structures: clear structures but without rigidity 
• relationships: high trust, mutual support 
• reality sense: a resilient self image congruent with reality 
• attitude to change: early recognition of the need to change that does not produce 
undue anxiety 
• differentiation: members see themselves as part of the system but retain their own 
identity 
• communication: open clear and frank, with low levels of rumour and gossip 
Bagshaw (1996:16 et seq., 1997:187 et seq.) discussed employability in the context of 
contemporary careers and contemporary psychological contracts, and linked the concept 
to learning and development at work. He discussed differing employee attitudes to 
training and development and recognised the dilemma of individual self-interest versus 
corporate needs. Bagshaw suggested (1996:18 and 1997:189) that it is in employee's and 
employer's mutual self-interest to enhance employee employability, recognising that 
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traditional levels of mutual commitment and loyalty may no longer be achievable but 
that this may be a positive factor rather than an area for concern. 
Rajan (1997:67) described employability initiatives in the context of downsizing in the 
UK banking and finance industry and noted that while there had been some success in 
promoting the concept of employability as an alternative to job security, 'so far the 
process is long on intentions and short on deliverables' (page 78). Rajan noted the loss of 
trust brought about by downsizing initiatives, and the detrimental impact on staff 
motivation. It is likely that these factors have contributed to the cynicism associated 
with the over-use of the word employability in the literature. 
Eades and Iles (1998) described their search for a measure of 'career resilience'. They 
described career resilience (page 1) as being at the heart of many conceptions of 
employability. In their search for an individual measure they made the link to measures 
of stress resistance, used elements of Cattell's 16PF, an analysis of type A behaviour, and 
a derived measure of hardiness, and suggested that there remained a need for a new 
measure of 'career resilience' to be developed, and that resilience was best characterised 
by low anxiety, challenge meeting, challenge seeking and focus. They noted (page 4) 
that individuals with an internal locus of control would be more in charge of what 
happened to them whereas those with an external locus of control would believe they 
had little capacity to manage situations or outcomes. They concluded that highly career 
resilient people (page 12) would be attracted by transactional psychological contracts, 
would proactively plan their careers, and would have possibly benefited from 
development initiatives. 
Kirschenbaum and Mano-Negrin (1999:1233 et seq.) studied the nature of 'opportunities' 
in internal, occupational and external labour markets, and although their research is not 
explicitly about employability it facilitated conceptual development, and will be revisited 
in the analysis chapters. They suggested, for example that (page 1236): 
, - external occupational and internal organisational labour markets provide different 
opportunity path structures for organisational career trajectories' 
- thus reinforcing the view that internal labour markets, external labour markets, and 
occupational factors are all important and all need to be accounted for. They noted that 
local variations in labour market conditions may be an influence. They also emphasised 
92 
~---------------------------------------------------------------------------, 
the importance of perceived ( subjective) opportunities rather than actual (objective) 
opportunities due to the imperfect knowledge possessed by individuals, as well as the 
influence oflived experiences and skills. They also suggested that: 
'Gender may also play a role in the perception of opportunities through family status 
differences, as well as through the social or career basis of how men and women interact 
with their work envirornnents.' (page 1240) 
Klutrnans and Ott (1999:261) suggested components of employability as: 
• applicable know-how and skills 
• know-how of the job market 
• and a willingness to be mobile 
Usefully, they discussed internal employability (the internal labour market) and external 
employability (in the external labour market) and suggested (page 267) a relationship 
between the two types in that: 'If there are more possibilities internally, then there will 
generally be more possibilities externally'. The authors discussed the strategies for the 
promotion of internal and external employability, but acknowledge that 'job survival' 
factors may impede the achievement oflong tenn development goals, such as the 
pressure to perform well to secure one's employment. 
Nielsen (1999:393) linked employability (defined as 'the ability to become employed': 
page 393) to the concept of 'workability' (which although undefmed appears to relate to 
the ability to 'do work' either physically or mentally) in the context of early retirement of 
Danish employees. The research was set in the context of a country that had an official 
retirement age of67, but where retirement at 61 is more common, due to voluntary or 
involuntary withdrawal by the individual. This was an empirical study based on 
telephone interviews with 5575 employees with an 80% response rate. Nielsen found 
that work ability varied with age with a statistically significant reduction for older 
workers of either gender. This was mirrored by a negative attitude to future 
employability and age, with older men reported as the most pessimistic. These findings 
will bear comparison with the present study even though the sample size is much smaller 
and the focus somewhat different. 
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Garavan (1999:1 et seq.) made a conceptual contribution and a useful one in that it 
integrated some themes from the literature. He suggested that the key difference from an 
organisational point of view between a traditional Job security' perspective and 
employability is the development by the organisation of 'advanced general skills as the 
source of an organisation's competitive advantage' (page 1). These skills can be 
contrasted to say specific organisation-focused competencies. The psychological 
contract is based on the organisation's willingness to develop these skills and the 
employees acceptance of the need for development. Professionals can be seen as 
possessing these advanced, beyond-organisation, skills. Garavan summarised key 
themes from the HRM literature on employability as including (page 2): 
• an emphasis for the individual on personal growth and continuous self-renewal 
• a self-employment mindset based on primarily individual rather than organisational 
concerns 
• an emphasis on effective tearn membership as well as leadership 
• not expecting job for life but learning so much as to be employable 
• an organisational investment in employee-centred learning 
• and where employees work with the organisation not for it. 
These 'elements of employability' are highly congruent with the theme of the present 
research and support the research aims and objectives. Garavan also suggested that 
(page 2): 
'It is reasonable to suggest that employability is more likely to be associated with 
affective and normative type commitment.' and that: 
'it is arguable that within an employability concept the notion of job involvement is 
outdated and represents a hindrance to organisational flexibility and perhaps personal 
flexibility.' Despite having made a very significant theoretical contribution, Garavan 
concluded (page 4) that there was 'little empirical evidence to support various aspects of 
the concept'. 
Hallier and Butts (1999:81 et seq.) explored similar themes.; 
, - for employers, the solution appears to lie in replacing organisational career, promotion 
and security with the concept of employability.' 
However they took a more cynical view in suggesting developments such as learning 
organisations and employer-led training initiatives had more to do with a desire by 
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employers to retain control of their employees rather than a genuine interest in their 
development. 
Ball (2000:30 et seq.) suggested that the components of employability include 
motivation and determination, basic skills such as literacy and numeracy, the level of 
learning achieved by the individual, and mobility of place, sector and role. Interestingly 
Ball's theoretical piece warned of spending too much time with the peer group because 
of a perceived dumbing-down effect (by which he perhaps meant an exposure to too 
narrow a range of experiences), and emphasised the value of learning in a range of 
contexts. 
Mallough and Kleiner's (200 I: 118) linked concepts of employability to pay and 
objective success. They listed a range of 'internal employability factors' and 'external 
employability factors'. The former included: management skills, technical skills, 
communication skills, organisational skills, job-specific skills, a range of general factors 
relating to presentation and impression management, psychological attributes, 
networking ability, education and training and skills in dealing with selection processes. 
They linked external employability to (page 119) 'wage earning capacity', and linked this 
to industry, company size, occupation, region, preparedness to relocate or travel, and 
internal salary factors such as job level and responsibility, occupational specialism, 
contribution, and estimated future contribution and risk Their list is useful though 
unfounded in empirical research, and is highly congruent with the employability 
elements of the present research instrument, even if the issues are sometimes implicit 
such as dealing with selection processes or skill acquisition. 
At a late stage in the research an empirical study was discovered that had developed a 
scale of employability. Van der Heijden's (2002:44 et seq.) work was published after the 
application ofthe first phase of the quantitative survey and was thus found too late to 
inform the present study. In fact, publication of Van der Heijden's study post-dated the 
distribution of the first phase of this study's questionnaire by three months. Earlier, 
related publications (eg. Van der Heijden 2000) were only found on scrutiny of the 
bibliography from her 2002 article, despite extensive keyword searches on employability 
undertaken continuously since 1999. However as the general domain of the research is 
not dissimilar to the present study it is worthy of detailed consideration here. In addition 
95 
her studies are methodologically useful in suggesting analyses of the data. Van der 
Heijden set out to establish whether 'employees in possession of a high degree of 
professional expertise' could 'look forward to unlimited mobility and employability'. 
(page 44). Employability here is defined as 'the capability of being employed in a job', 
aligning employability with functional flexibility that allowed re-deployment. She also 
considered employees' ability to cope with new job assignments and re-employment in 
different fields. She defined professional expertise (pp. 45-46) as first comprising the 
.different types of knowledge 'inherent to a certain professional field', possessing self-
insight, and possessing the skills needed to do the required professional tasks. A fourth 
dimension relates to one's recognition as possessing professional expertise 'as a 
promising employee', which was suggested to correlate with one's potential to 
experience further development. Fifth, the dimension of growth and flexibility related to 
one's ability to master a completely new area of expertise, such as for example 
technological change (page 46). This attempt at a definition of what professional 
knowledge actually is has hitherto been an omission in the present research, which has 
tended to assume that a given level professional status, and having professional expertise 
went hand in hand, and that the real issue was in keeping these up to date. In this respect 
the present study focuses on one element of the knowledge domain - its development -
rather than inherently what it is. As the present research focuses on one professional area 
where one might assume a certain commonality of knowledge (as embodied for example 
in the CIPD Professional Standards), then a focus in this present project simply on 
updating is felt to be appropriate. Ifhowever a further study was undertaken, perhaps 
which crossed professional disciplines, then a consideration of the nature ofthe 
professional knowledge deployed could be relevant. 
Van der Heijden quoted earlier studies (eg. Boerlijst 1994, Boerlijst and Van der Heijden 
1996) which found that re-employability declined and then got even worse when 
entering the later stages of career, noting in addition that 'traditional functions can lose 
their utility suddenly and often unexpectedly' (page 47). This is an interesting 
observation, and as an anecdotal example one might consider a traditional function such 
as typesetting in the print industry which was replaced quite suddenly by technological 
change at the end of the 20th century. Observers of the Human Resources profession in 
the UK (the focus of the present study) will have noted the early 21st century trend 
towards outsourcing HR functions such as payroll, training and recruitment. Thus the 
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professional sample themselves are not immune to 'knowledge obsolescence' (pazy 
1992:251). That: 'The senior group of the over-50's is thought to be almost completely 
unemployable' (page 47) is worrying, especially for those approaching that thresh-hold! 
Van der Heijden hypothesised that age and employability were negatively related, that 
knowledge and skills affected employability, that the degree of recognition affects the 
likelihood of transition, and that personal flexibility is also positively related to 
employability. The sample size was over 550, and the sample differed from the present 
study in a marked skew towards male respondents (83.4%). These were also analysed by 
age distribution and organisationalleve!. Questions for perceptions of skill and expertise 
were filled in by the employee and the supervisor and the results compared, 
employability questions by the employees only. 
Employability was treated as a dependent variable and measured using an eight-item 
scale as below (Table 5). Interestingly, the conceptual basis for the question design is 
similar to the present study in that it represents a systematic approach on graduated scale 
from 'in the same domain as the present job' - to - an equivalent job outside the 
Table: 5: The Scale of Employability: from Van der Heijden B., (2002), 
'Prerequisites to guarantee life-long employability', Personnel Review, Volume 31, 
No. 1, p. 44-61 
What is the likelihood of transition to another job in the same domain as your present job? 
What is the likelihood of transition to another job in another domain as your present job? 
What is the likelihood of transition to another job in your own organisational unit? 
What is the likelihood of transition to a higher job in your own organisation or concern? 
What is the likelihood of transition to a higher job outside your organisation or concern? 
What is the likelihood of transition to an equivalent job in your own organisational unit? 
What is the likelihood of transition to an equivalent job in your own organisation or concern? 
What is the likelihood of transition to an equivalent job outside your own organisation or 
concern? 
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employee's own organisation or concern' (page 52). However it could be argued that the 
scale in the present study goes further (and deeper) in that it integrates aspects of the 
internal and external labour market, and individual and occupational factors. Van der 
Heijden's question items however explicitly differentiate between another job, a higher 
job, and an equivalent job. Cronbach's alpha for Van der Heijden's scale was 0.68. For 
this measure, Van der Heijden found (page 53) that older employees had lower 
employability, but that their employability improved if they had growth potential. Only a 
weak or negligible association between employability and professional knowledge was 
found, with the exception being the new entrants to work and the middle-aged 
respondents. She suggested that her scale of employability also related to opportunities 
available to employees in the light of enhancement of their employability, but suggested 
that this could be 'contaminated' by opportunities for transfer, job market factors, or 
organisational structure. The answer for future studies may be either to control for these 
factors, or to build them into the measure. Van der Heijden suggested that employee 
willingness and managerial perceptions would also need to be taken account of, and that 
research (literature plus interview) using 'highly qualified and highly employable experts 
may lead to a refinement - and to an operationalisation of employability that is valuable 
in all kinds of domains employing professionals with varying levels of expertise'. (pp 57-
58). It is believed that the present study, using similar to the suggested methodology, but 
a more homogenous sample, goes a long way towards achieving this aim. Van der 
Heijden concluded with comments relating to the importance of not allowing oneself to 
operate in too narrow a skill domain and to be prepared to seek new experiences, 
especially in the context of a shortening life-cycle for occupations (page 59). 
Van der Heijden's study certainly accounted for many ofthe internal and external factors 
identified in the present literature review, and recognised the potential importance of 
professional expertise as a component of employability, which the present study has 
under-emphasised (although one could argue it is represented by CPD and CIPD 
membership). One might argue that the Van der Heijden study is more about life and 
work transitions than employability per se, and also that in incorporating explicit 
question items relating to 'a higher job' that there is a risk of confusing employability 
with objective career success. However the fact remains that in this very new field of 
research on individual employability, Nielsen's (somewhat related), Van der Heijden's 
and the present study were, at the time of writing, the only known empirical studies. 
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Baruch (2001:543), in recognising the conceptual problems arising from the over-use of 
the word employability, undertook an exploratory study to examine employer's reactions 
to the idea of employability, looking for what he called 'real meaning'. As this was an 
exploratory study, qualitative research methods involving interviews with individuals at 
HR Director level were undertaken. Baruch's research made a strong link to existing 
research in the field of psychological contracts, and also his own, earlier work on the 
changing nature of careers (Pieperl and Baruch 1997). Baruch's research suggested that 
in promoting the idea of employability organisations may well create a de-stabilised 
employment relationship, meaning that individuals may well fee1less attachment to the 
organisation, and that this would be illogical as an organisational HR strategy. In fact, 
this may well be exactly the point about employability: it is the increased focus onto the 
individual in the contemporary employment market that means that it is increasingly 
necessary for people to be able to look after themselves and not to be so beholden to 
organisations. In the context ofthe present research self-sufficient professionals who 
function both inside and outside organisations may well have more chances of success 
and sustainability than individuals with stronger organisational ties. The article 
unintentionally reinforces the point that there are actually two meanings of employability 
in the contemporary literature. The first is (Baruch's and others) an aspiration by 
employers that certain Human Resource strategies will provide their workforce with 
transferable knowledge and skills so that should they need to seek alternative 
employment, they can do. The second is that represented by Van der Heijden's research 
and the present research project which is an individual measure of an employee's ability 
to retain their present job or get another one. It is suggested that much of the credibility 
gap associated with the over-use ofthe word is actually due to the loose useage of 
'employability' to mean two quite different things. 
3.3.4 Conclusions and methodological implications: employability 
What conclusions can we draw about employability based on the literature reviewed? 
Firstly, in the context of the present study it is important to be clear what is actually 
understood by employability and to emphasise the individual focus (ie. what people 
understand about their own options). This is distinct to the organisational or government 
policy foci; or the conception of employability as a Human Resources Strategy promoted 
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by organisations, as an alternative to career or job-for-life, and as described byPascale 
(1995) or Rajan (1997). 
In the present study employability is owned by the individual, and relates to their self 
perceptions. From the literature key themes emerge, with a strong consensus from a 
number of writers, along two continua: the internal versus the external labour market, 
and the individual's attributes (eg. the ability to cope with job changes) as distinct from 
the attributes (eg. other's perceptions of) the profession. Firstly, the concept of 
employability as having both an internal and an external dimension is widely accepted 
(Hillage and Pollard 1998, Kirschenbaum and Mano-Negrin 1999, Tamkin and Hillage 
1999, Klutmans and Ott 1999, Lane et a12000, Rajan et al. 2000). The individual 
dimension includes one's knowledge and skills (Hillage and Pollard 1998), the state of 
the internal labour market in one's organisation (Tamkin and Hillage 1999), one's 
capacity for learning (Bagshaw 1996, Lane et al 2000), one's mastery of career 
management and job search (Hillage and Pollard 1998), and finally professional 
knowledge (Van der Heijden 2002). 
The external factors include the state of the contemporary external labour market 
(Hillage and Pollard 1998, Kirschenbaum and Mano-Negrin 1999, Lane et al. 2000, 
Rajan et al. 2000), and may also incorporate factors related to the demand for one's 
occupation (Mallough and Kleiner 2001). This external dimension also has the potential 
to incorporate some notion of 'bonndarylessness' as in freedom from organisational 
career processes and constraints (Arthur 1994). There is some consensus aronnd the 
notion of 'resilience' or sustainability (lIes 1997, Rajan 1997, Rajan et al. 2000), 
analogous to personal efficacy and sometimes measured in similar ways (Hind et al. 
1996, Eades and Iles 1998). Some of the few empirical studies identified so far have 
also linked employability and age as being negatively correlated (Nielsen 1999, Van der 
Heijden 2002), and this will be an important area for comparison with the present study 
in a UK context albeit restricted to one occupational group. Finally, employability may 
be an affective construct (Garavan 1999) - one's self perception of employability relates 
to one's attitude to a range of attributes, as listed above. 
Employability for the purposes of the present study is defined as the ability to keep the 
job one has or to get the job one wants. This definition incorporates both aspects of 
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future success (Van der Heijden 2002), and sustainability (Ues 1997). Care will however 
be needed to ensure that this conception of employability is a distinctive construct from 
subjective career success on one hand and personal efficacy on the other. 
From the literature reviewed there appear to be two main dimensions of employability 
that affect individuals, and four subsidiary dimensions. The first of the main dimensions 
is internal employability, which has two components. First, one's internal self belief 
about one's likely perfonnance in relation to for example opportunities inside and outside 
one's own organisation, incorporating a self-perception of one's skills, and the respect 
accorded to one as an individual and in relation to one's occupation. The second 
component of internal employability is the nature of the internal labour market in one's 
employing organisation: the extent to which one can effect job changes without having 
to move organisation. For example, if the organisation promotes a policy of filling 
vacancies from within, this will enhance an individual's opportuntities for sustainable 
employment. The second main dimension is external employability: the first part of this 
is how one actually fares in the external labour market based on the evaluations of 
others, such as one's perfonnance in selection events. The second part of this recognises 
the demand for one's occupation - even the most adept interviewee could not guarantee 
employment success if one's occupation is very obscure or outdated. It can be seen that 
this labelling includes internal and external perceptions of employability (ie. by oneself 
and others) in relation to both internal and external labour markets - employability is 
thus a (potentially) four-dimensional construct. 
The interrelationship of the internal and external dimensions and the internal and 
external labour market are illustrated Figure 2 overleaf as a simple diagram, The aim of 
the diagram was to summarise the key themes from the literature. Note that this was not 
meant to be a model to be subjected to analysis at this stage, merely to illustrate the 
complexity of the relationships involved. Recognising and blending together a range of 
themes from the literature as above, allowed a more sophisticated conception of 
employability as a construct, and was then used to systematically develop a measure for 
empirical research. This was not intended as an aim of the research, rather a matter of 
necessity because a suitable measure was not found in good time. 
• In figure 2 the four outside edges of the diagram represent the four subsidiary 
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Figure 2: Internal and External Influences on E mployability 
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dimensions of employability. Note that these are not mutually exclusive, there are some 
overlaps. The four dimensions are identified as : 
• self belief or 'me 'factors: for example one's selfbelief about one's ski lls, job 
perfornlance, networking abi lity and awareness of opportunities 
• internal labour market or 'organisatioll 'factors: for example how the individual 
beli eves they are regarded in their employing organisation, how well their 
occupational group is regarded, one's internal networking abi lity, awareness of 
internal opportunities. 
• occupational factors: the extent to which an individual beli eves their professional 
peer group are respected internally, and in demand externally 
• external labour market factors : one's belief about one's ability to dea l wi th selection 
processes outside of one's organisation, one's awareness of external oppoffiUlities and 
one's external networking abi li ty. 
To illustrate the how this may work in practice, in quadrant 'a' one finds an individual's 
self valuation of their own worth to their employing organisation. That is, the valuation 
the organisation places on them as a person as they see it themselves, although this is 
influenced by their perception of quadrant 'b': how the organi sation values (against a 
variety of measures: monetary, uti lity, expendability, scarcity of skills, difficulty of 
replacement) their occupation or occupational group. For example a 'new' Univers ity 
may place a higher value on lecturers who can deliver high levels of income generation 
through lucrative industry contracts, than on individuals who can teach HRM who are 
relatively easier to find or develop. 
The relationships are made even more complex by the need to consider not just 
individual/ internal facto rs but how one's occupational group is perceived internally (eg. 
accountants in an NHS Tmst) as against externally ego accountants in the external 
labour market. (quadrants c and d) This has the potential to demonstrate why NHS 
Trusts have retention problems with certain professional groups such as accountants 
once they acquire full 'qualified' status, and thus are at the time of writing starting to pay 
a premium salary to this group to reduce turnover. 
This section of the literature review set out to discover if real meaning for the construct 
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could be found, and if it could be measured. Both of these aims have been achieved. 
Figure 2 represents the progress made on identifying what employabili ty is, namely a 
multi-faceted concept that incorporates internal and external influences on the self 
perceived valuation of the individual and their occupation by their employing 
organisation and the external labour market. As the literature review did not (at the time) 
unearth a suitable measure, the diagram was lIsed to systematically develop a research 
instrument based on the matrix shown in figllre 2. This process is described in more 
detail in chapter 4. 
The development of the employability scale prompted a series of further research 
questions, quite apart from the hypothesised correlation between subj ective career 
success and employability examined in chapter 6, followed by a further exploration of 
the abili ty of other study vari ables to predict variances in employability using mUltiple 
hierarchical regression. The originality of the employability scale meant that its 
psychometric properties were unknown, and these are explored in chapter 6, including: 
• the identification of components of the scale using factor analysis, which suggested 
the presence of two sub-scales, corresponding to internal and external employability 
• the extent to which there might be redundancy between the employability scale and 
that used for subjective career success. 
FlIllher research questions could not be clearly expressed as hypotheses, pallly due to the 
exploratOlY nature of this aspect of the research and the absence of background 
literature. For example, in relation to CPD, would individuals who believe their 
employability to be low be more likely to engage in CPD to enhance employability, or 
would they 'give up' on CPD, regarding their employabili ty as a lost cause? Would 
individuals who regarded their employabili ty as high continue to pursue CPD to sustain 
tlleir employability, or again would tlley not be bothered with CPD because tlley see no 
employment-related benefit in doing so - they are employable enough already? 
The development of the scale of employability is considered to be a major outcome of 
the research project and presents substantial potential for continuing research. The next 
and final section of this chapter represents a literature review relating to the final variable 
lUlder consideration in this study: career success. 
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3.4 Career Success 
3.4.1 Introduction 
To simply focus on employability as a funlre-ori entated construct was to neglect tbe 
history of the individuals who made up the sample. For thi s reason it was decided to 
incorporate a measure of how successful people feel already (career success), as this may 
influence the sample's perceptions of their pro fessional stanls, their desire or willingness 
to engage with CPD, and their perceptions of their employability in the funu·e. Although 
career success is a well established research fi eld, its relati onship with the other study 
variables (professional commitment, CPD, employability) was unknown, although in the 
case of employabi li ty a strong theoretical rationale emerged (see below) for a suggested 
relationship, hence the hypothesised correlation. With CPD the relationship was seen as 
more problematic in a similar way to that for employability above, for example: 
• wou ld individuals who beli eve themselves be sllccessful already, pursue CPD to 
sustain their success or 
• would they be disinclined to pursue CPD because they would see no (success-
related) advantage in doing so? 
• would individuals who had not been successful so far pursue CPD in the hope that it 
111 ighl bring them future success or 
• would they not bother to pursue CPD because again Uley see no advantage in do ing 
so and were 'satisfi cing' in their career? 
Although the literature review was helpful in identifying measures of career success, 
there remain substantial oppommities for clari fyi ng the above issues beyond the scope of 
thi s project. 
In the present study tbe approach taken has been to focus initially on more recent 
literature relating to career success as these should be more likely to refl ect conditions 
prevailing in the contemporary labour market. For example, one especially notable 
source is Nabi (1 999:2 12 et seq.), which is essentially a summary ofa PhD. thesis (Nabi 
1998). He ( 1999:212) introduced the fi eld well with hi s suggestion that the Iiteratme 
integrating the tenns career and success referred to: ' - objective and subjective elements 
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of achievement and progress of an individual through the vocational life-span.' (Italics 
added). 
Nab i suggested that typically objective career success is measured using criteria that may 
be consistent with 'society's evaluation of achievement' (page 212), including salary 
level, salary progression, job or managerial level, promotions, upward career mobility, 
occupational prestige, financial responsibility or control over subordinates. Subjective 
career success reflects the individual's own perceptions of factors such as job success, 
work-life balance, renumeration, and career prospects; these relating to their own 
internal standards. Nabi suggested that both types of success were impOltant although 
researchers have tended to focus on one or the other. Nabi suggested (page 212) that 
most recent research emphasised subjective success, which appears to be consistent with 
the view of other writers. 
For example Amold (1997: 191 ) had noted that: 
'Factors like promotions, organisational levels attained and salary are becoming less 
viable as criteria of career success as delayered structures, project teams and short term 
contracts become more common. More personal criteria such as employability and 
career sati sfaction are becoming more useful- '. 
This would appear to reinforce the concept of employability as a personal outcome that 
individuals might perceive as distinct from career success, although one could equally 
argue the case that employability is a form of career Sllccess, hence the need for the 
analysis undertaken in chapter 6. Amold's views appear to be consistent with the vision 
of the changing nature of work promoted by for exan1ple Jackson (1996), A1thur and 
Rousseau (1996), Pieperl and Barucb (1997), and the literature on boundaryless careers. 
Nabi (1999.212) suggested 'three approaches to the study of career success', namely the 
individual approach, the structllral approach, and the behavioural approach. These will 
now be considered in turn . In the individual approach, attributes such as motivation, 
ambition or work centrality are emphasised. This can also include attributes often 
described as 'human capital' such as educational attairunent and mental ability. 
According to Nabi (pp 212-2\3), the theory suggested that 'individuals make educational 
investments in themselves because they perceive a pay-off in the future, and that the 
labour market tends to reward individuals' value relative to their educational assets.' As 
an example of research in this category, Melamed (1996:58) found, in a study based on a 
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sample from the general working population, that the highest success (measured as 
salary and manageri al level) is reported by experienced, educated and intelligent men, 
who exhibited an independent, tough and confident personality style, and who had no 
family commitments. 
1n the structural approach, the range of opportunities in the organisational structure are 
emphasised, including 'ladders' and organisational size, and the role of the intemal labour 
market. Nabi suggested that both objecti ve and subjecti ve career success were affected 
by these variables . Similarly Melamed (1996:59) found that organisational structure (and 
human capital attributes) had a greater effect on career success of mid or late career 
employees than new entrants to the labour market - 'career stage' being the sub-theme of 
her research. In the present study 'human capital attributes' are incorporated in the 'me' 
dimension of the measure of employability developed for the present research. 
In the behavioural approach, individuals take control of their career and acti vely work 
at promoting it, including strategies such as self-promotion, ski ll-development, career 
networking, consultation with mentors and supportive alliances, and extended work 
invo lvement. Nabi suggested (page 214) that these strategies could positively influence 
both objective and subjective career success. 
[n the present research all three approaches are recognised to some extent. Age, gender, 
organisational type and organisational level are descriptive measures, and although there 
is no di screte measure of ambition this may be an area for extension at a later date. The 
measure of employability represented in appendix three includes the ro le of the intemal 
labour market as well as the external labour market in incorporating the individual's 
perceptions of 'ladders' and opportuniti es. The behavioural approach is al so relevant in 
that the sanlple were selected because, as professionals, one might expect them to be in 
control of their careers, and CPD is a behavioural strategy fo r career promotion as well 
as personal development. Recognising the importance of all three approaches, the 
remainder ofthis section focuses on the search for an appropriate measure of career 
success. 
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3.4.2 Measuring Career Success 
The focus of the present research is on the individual's own atti tudes to a range of 
factors: CPD, affecti ve aspects of professional commi tment, self-perceptions of 
employability. For this reason the emphasis in this section of the research is on the 
indi vidual's self-perceptions of success, which as Nabi (1999:21 2) suggested is 
represented by subjective success. For this reason the following section focuses on the 
search for a valid and reliable measure of subjective career success appropriate to 
professional workers in a 2 I st-century context. 
Gattiker and Larwood (1 986:78 et seq.) set out to identify what they called the 'factors' 
of subj ective career success, being among the first academics to suggest that there was 
more to career success than extemally perceived rewards and progression. They had 
observed that many of the practi tioner texts on career success at the time focused on 
hierarchical progression and salary. Their research instrument was developed fro m 
earli er research by Gattiker (1 985) identi fying through the use of open ended questions 
fi ve potential factors of subjecti ve career success, which suggested that any measure of 
career success had to recognise the importance of nOIl-work personal success outcomes. 
Of the fi ve factors, four of these related to 'organisational success' and one to 'non 
organiational success' (page 86). The first four were job success, interpersonal success, 
fi nancial success, and hierarchical success. The fifth brought in aspects of li fe success. 
they also introduced aspects related to 'occupational self-concept' which they defmed 
(1986:8 1) as people's beli efs about themselves in the workplace. Their scale items 
infonned a Ilumber of later studies (eg Nabi 1998, 1999), including the present one. 
They concluded (page 90) that career success 'should be placed within the larger context 
of the person's life' and tbat it was important to account for an individual's own 
assessment of their success and their occupational self-concept. 
Greenhaus, ParaSllraman and WomJley (1990:73), in a study ofthe effects ofrace on 
job perfolmance and career outcomes, developed a fi ve-item scale of career satisfaction, 
reproduced below. While on fIrst encounter some of these (eg. income, advancement) 
may appear to relate more to objective success, the subtlety in the wording is signi fi cant. 
The questions emphasise the respondent's own satisfaction levels (and thus attitudes to) 
these objective outcomes, and is thus a measure of subjective success. Greenhaus et a1. 
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Table 6: Career Satisfaction: from Greenhaus J.H., , Parasuraman S., and 
Wormley W., (1990), 'Effects of Race on Organizational Experiences, Job 
Performance Evaluations, and Career Outcomes' , Academy of Management 
Journal , Vol. 33, No. 1, p.86 
I. I am satisfied with the success I have achieved in my career 
2. I am satisfied with the progress I have made toward meeting my overall career goals 
3. I am satisfied with the progress I have made toward meeting my goals for income 
4. I am satisfied with the progress I have made toward meeting my goals for advancement 
5. [am satisfied with the progress I have made toward meeting my goals for the development of 
new skill s 
report (page 73) an internal correlation coefficient of .88 for this scale, which has been 
used in its entirety in the present study, with some additional items. The study found that 
the model proposed for career outcomes was a complex one with a number of mediating 
variables, and was principally about the influence of race Oll job perfonnance ratings. 
The present study has not however considered race as a factor, not least because etlulic 
minority representation amongst CrPD members is relatively low, and a meaningful 
sample would be difficult to achieve. Aspects related to race and ethnicity may well be 
an issue for further research at a later date, perhaps with a broader sample. Nonetheless 
the question items shown above have provided an excellent basis for the scale used in 
the present study representing as they do the individual's perceptions ofthei!' objective 
success factors - hence a subjective career success scale. 
One example of a study that took a simplistic, objective view was that by Hoeksma et 
al. (1997:307.). They investigated the 'relations between the learning behaviour of 
managers and their career success, as well as the moderating role of organisation 
structure - ' (page 307), electing to measure career success simply by 'position attained' 
(page 308). The main focus ofthis piece of research is on whether the managers 
surveyed engaged in deep or surface learning, which related to 'understanding the 
meaning ofa task' and 'factual , isolated pieces of data' respectively. The research found 
(page 320 et seq.) that deep leaming fostered career success, while surface leaming 
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impeded it, but only where the manager's tasks were not closely prescribed. Where thi s 
was the case, surface leallling, especially in highly speciali sed organisations with high 
levels of centrali sation of control, was beneficial to career success. Noting Hoeksma et 
ai's cautions about the generalisability of their results (page 323), nonetheless these 
fmdings bear comparison to the present data where respondents have been asked to 
identi fy the learning strategies (CPD) they have engaged in . Although some inference is 
necessary to identi fy whether these have invo lved deep or surface leallling, it will be 
observed (see chapter six) that the items towards the top ifthe descripti ve list are mostly 
organisationally located 'surface' strategies. Hoeksma et al conclude (page 324) with a 
further interesting conceptuallink, in that deep learning may be more appropriate to 
contemporary career fonns that emphasise boundarylessness rather than speciali sation. 
Thus one could also suggest that professionals should avoid over-specialisation, or too 
heavy a reliance on organisation-focused leallling, and that generic professional 
competence may well correlate with career success. 
Nabi's research, introduced above and a summalY of his PhD. thesis, provided some 
moderately useful measures (1 999:215 et seq.) of both obj ective career success (the 
respondent's current self-reported gross salary), and subjecti ve success, although in the 
present study greater selecti vity in scale composition has been used. Nabi's career 
success items related to past, present and future perceptions of career success, in 
parti cul ar fi ve success factors or 'outcomes': job, financial, hierarchical, interpersonal 
and li re success, and were adapted (by Nabi) from Gattiker and Larwood 1986, Aryee 
1994, and Symonds 1996. As a criticism of hi s scale, the scale items were heavily 
organisation-focused (eg. 'my job title is indicative of my progress and my responsibility 
in the organisation'), whereas for mallY individuals in contemporary careers some 
measure of success beyond the organisation may be more appropriate. Nabi had rejected 
some of Gattiker and Larwood's original items (eg: 'I am reaching my Cal-eer goals 
within the time fraln e I set for myself) , on the basis that (in hi s case) it was 'confusing', 
yet (in the present context) it would seem to have some utili ty. Nabi concluded (page 
22 1) that employees with high levels of work centrality, who networked frequently, and 
who perceived employment security and structured career progression felt the most 
objectively successful , altllOugh anlbitious employees experienced lower levels of 
subjective career success. However employment security and structured career 
progression now only apply to a limited number of employees. That Nabi's research was 
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based on a sample of University sector employees, both academics and administrators is 
also noteworthy. At the time his fieldwork was conducted (1997?) there had been littl e 
downsizing and considerable growth in the sector in the previous decade. In the period 
following his research there has been considerable downsizing in parts of the sector and 
this looks set to continue. His results could have been very different had the research 
been conducted in say 2002. Reference back (page 219) to 'vacancy chain models' (he 
quoted White 1970) may be less than relevant in the contemporary post-delayered, 
organi sational context. Nabi's work appears to support the view that the concept of 
boundarylessness has been rather over-sold in that he suggests that there are signs that 
individuals and organisations now want to retain the traditional career fonms. Another 
criti cism of hi s research li es in the choice ofan academic sample: decl ining levels of pay 
relative to other occupations would have a substantial impact on objective success, and 
given hi s choice of 'subj ective' items would affect these too, thus limiting the 
genera li sability of the results. 
Nabi fo und (page 218) that education, organisational size, structured career progression 
and work centrality all affected objective success. For subjective success, he described 
the picture as 'more complex'. He found that internal labour market factors such as 
securi ty or progression opportunities were important, as were networking and work 
centrality. He found that 'ambition tended to thwart subjective fee lings of career success' 
(page 218). Nab i found no link between mental ability and objective career success, nor 
were ambition or work centrality related, although he suggested that ambitious people 
may not perceive themselves as having 'made it' by a certain age, referring obliquely to 
what is sometimes called the individual's 'subjective timetab le' (AnlOld 1997). Nabi also 
fOlUld that the presence of an internal labour market, and the ability to network were 
strong influences on perceptions of subjective success. 
What are the implications ofNabi's findings (1998, 1999,2000) for the present project? 
On the negative side for example, there were significant conceptual overlaps between 
Nabi's influences on career success and the present research's operationalisation of 
employability, in that both incorporate factors relating to organisation structure, and the 
internal labour market. This may indicate the potential for the concept of employability 
in the present research to fall victinl to construct redundancy at a later stage. This line of 
argument was somewhat supported by a later piece by the same author (Nabi 2000:91 et 
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seq.). Here, his listing (page 93) of ' career enhancing strategies' such as 'developing 
expertise in areas that are critical to my department's operations' showed signi ficant 
conceptual overlap with some of the measures of employability employed in the present 
study (eg: 'the skills I have gained in my present job are transferable to other occupations 
outside this organisation.'). The challenge is, to demonstrate that employability is a 
distinct construct to career success or career enhancement, and that the measures used in 
the present study for engagement with CPD are professionally and developmentally 
focused rather than generic strategies for career enhancement. 
In a later, related publication, Nabi (2000:93) hypothesised that organisational 
experiences such as opportunities for advancement and job security would be positively 
related to career enhancing strategies such as expertise development and networking; 
and that motivation attributes such as work centrali ty would be positively related to those 
same career enhancing strategies. Nabi found moderate support for these hypotheses, but 
found that advancement motivation was not related to proactive networking, and that 
work centrali ty was not related to self-nomination. In the present study, networking, 
expel1ise development and self-promotion are included as 'employability' factors . The 
generali sability ofNabi's work is again limited by the use of a University-employed 
sample, where one might argue that the very specific nature of the employment and 
organisation culture may not be readily applicable to other work contexts. 
Some authors have alluded to negative aspects of career success (non-success?) in 
relation to age, and sometimes in the context of the career plateau, as for example 
Korman et a1. (1981) and Alien, Russell, Poteet and Dobbins (1 999). Alien et a!. 
identified two distinct kinds of career plateau: the first related to hierarchical 
progression, the second to job content, and both related to the employee's self-
perceptions, hence these are subjective measures. Their fmdings suggested that 
educational level was actually positively related to hierarchical plateauing, and it was 
suggested that this could be explained by well educated employees entering their 
organisations at a higher level but rlIlU1ing out of (scarcer, high level) promotion 
possibilities more quickly. They also noted individuals from age 30 reported higher 
levels of hierarchical plateauing than those who were younger, but with little significant 
variation beyond then. They concluded that where individuals had a 'learning and 
development orientation', that may avoid future plateauing, and career plalllllng and 
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career exploration would further facilitate this. This suggests that there may well be 
relationships between age and subjective career success, and that the negative effects of 
age could be moderated by CPD. 
A number of writers have considered gender issues in relation to career progression and 
career success. Van Eck Peluchette (1993: 198 et seq) fo llowed Gattiker and Larwood 
(1986) in linking career success with conceptions of 'self, here observing that subjective 
career success may be a 'shorthand measure' of self esteem and a sense of personal 
competence. She concluded that as a consequence individuals who did not feel 
successful could i'Wl the risk of career alienation, with the important point that women 
may have a greater tendency to tlus than men. Van Eck Peluchette also pointed (page 
206) to the dangers of what she called 'multiple role stresses' arising from balancing 
home and work, and that th is especially applied to women. Melamed (1996:38) likewise 
suggested that: 
'There is voluminous evidence that professional and managerial women face a glass 
ceiling.! 
Melamed concluded that variables such as educational level and gender (among many 
others) had a stronger effect on later career success than for those at an earli er career 
stage. 
Thomas and Dunkerley (1999: 159) suggested that delayeting, with concomitant 
demands to work longer hours, be more flexible, and to still manage work-life balance 
issues, had had a greater impact on women than men in management roles. They 
concl uded that: (page 168): 
'Under the nonns of perfonnance within the organisation, women can compete, but only 
if they are wi lling and ab le to subordinate fami ly and home to company and career.' 
- with the suggestion that this applies to women to a greater extent than to men. 
Sinularly, Simpson and Altman (2000:1 90 et seq.) also considered gender issues in 
relation to career progression and career success, and although their measure ofthe latter 
is not exp licitly described it can be inferred to relate to salary and orgaJusatiollal level. 
Simpsoll and Altman concluded (page 197) that while young women managers outpace 
thei r male counterparts, the (page 193) 'o lder women were more likely to experience 
career barriers than younger women'. The 'glass ceiling' barriers intensify in their effect 
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the higher up the organisation one progresses, although the subsequent filtering effect 
means that those women who do manage to progress are individuals of exceptional 
calibre. These findings bear interesting comparison with the present study (especially in 
the descriptive statistics: chapter six) where the majority of respondents are female but 
where men self-report as occupying the more senior positions, with varying (though not 
statistically significant) responses in respect of their career success. However it must be 
noted that a snapshot at a point in time as represented by Simpson and Altman's research 
is affected by the longitudinal nature of the individual's careers. Older women will have 
worked in an historical context where discrimination was more prevalent, whereas 
younger women's careers may (hopefully?) have occurred in a more enlightened context. 
The potential for generalising the older women's experiences to the younger women's 
(projected, future) careers is thus limited. 
[n a piece again related to his earlier research, Nabi (2001 :457 et seq.) examined the 
differential predictors of sUbj ective career success (SCS) between men and women, 
noting (page 458) that most of the research hitherto had been related to objective 
success, and of men. Nabi suggested (page 459) that males might emphasise the 
objective and females the subjective aspects. Nabi hypothesised that organisational 
progression issues would be more positively related to SCS for men than women. He 
also suggested that fairness issues (eg. security and faimesss of treatment) would be 
more positively related to SCS for women than men; and also that men engage more in 
networking support, while women engage more in personal support. Nabi's findings 
suggested that while men tended to receive less peer support than women, the peer it was 
received from tended to be more influential, perhaps pointing to a mentoring 
relationship. Nabi fOWld that women with higher levels of personal support tended to 
feel more successful in their careers. Nabi found however that the men and women in hi s 
study placed a similar emphasis on career progression, suggesting that beliefs relating to 
SCS are converging between the sexes. Nabi concluded that there is (page 471) 'a 
paucity of research on male-female differences in SCS prediction', and that the 
differences that were the findings of his research, though modest, were significant and 
worthy of further investigation, perhaps longitudinally. 
Kellyand Gennard (2002:25 et seq.) analysed the career paths of senior HR 
professionals in sixty-two organisations. They found (page 27) that individuals from a 
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genera list HR background were the ones who were most likely (by their own detimtion) 
to 'reach the top', but that a zig-zag career pathway (in and out of HR) was the most 
common career route. They cited the key qualities of an effective HR Director as 
business acumen, and strategic decision making, the latter being a key training need 
identi tied by the sample in the present study. Many claimed to operate at a strategic 
level (as did many of the CIPD respondents), but this did not necessarily go hand in hand 
with membership of the board of directors or equi valent. Thi s could indicate that the 
influence of senior HR practitioners may be greater than their titles would sometimes 
suggest, or alternati vely a tendency of ind ividuals to talk-up their level of influence. 
3.4.3 Career Success: conclusions and methodological implications . 
As a construct, career success differed from some of the other fi elds of study in that there 
ex isted already an established empirical literature. The challenge in the present proj ect 
has been to identi fy measures relevant to the nature of the project (affective, subjective), 
the professional sample, and the contemporary work contex t. While the scale 
construction is described more fu lly in chapter four, thi s can be summari sed as 
incorporating items fro m Gattiker and Larwood ( J986), Nab i (1998), and Greenhaus, 
Parasuraman and WornlJey (2001). 
The study by Hoeksma et a!. (1997) which investigated the relationship between career 
success and deep or surface leaming raised some possible issues about another vari able 
in the present study: continuing professional development. In the present study, 
respondents have been asked to identi fy on a descriptive li st which CPD strategies they 
engage in and to what extent. 
Nabi's publications in this fi eld have proved to be most useful in both summarising 
earlier research and in conceptual development. Nabi's suggestion (2000:93) that 
engaging i.n 'career enhancing strategies' influenced career success indicated a possible 
link to CPD. There may intuitively appear to be conceptual similarities between 
subjecti ve career success and employability. However it is suggested that in the present 
body of research employability is a quite distinct construct to career enhancement, where 
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the focLls in employability is on an individual's beliefs about their future, whilst career 
success relates to perceptions of their past and present. 
There are a range of factors related to perceptions of career sLlccess which especially 
relate to some of the descriptive stati sti cs di scussed in chapter six. For example 
Melamed ( 1996;37) pointed to the importance of ' mental capacity', and related thi s to 
educational attainment, data on which have been gathered in the present study. Alien et 
al.( 1999) noted the impact of career plateauing in relation to age, which may also be 
refl ected in the data for the present sample. A range of writers have drawn attention to 
gender issues in relation to career success. These included Van Eck Peluchette (1993) 
who suggested that women were more likely to experience career alienation than men, 
Thomas and Dunkerley ( 1999) who suggested that changing work patterns affected 
women more adversely than men, Simpson and Altman (2000) who suggested that o lder 
women were more likely to experience 'glass ceilings' than younger women, and that 
those who broke tlu'ough thi s were indi viduals of exceptional calibre, and Nabi (200 1) 
who found that women who had high levels of personal support tended to feel more 
successful in their careers, while men benefitted from the support of an influential peer. 
The general aims of the thesis can thus be sununarised as investigating an individua ll y-
focused perspective on organi sationally located 'management' profess ionals attitudes to 
the professional commitment, the perceived value ofCPD, subjective career success and 
employabil ity, and the stati stical relationships between these variables, as well as 
identi fyi ng exactly what CPD they claimed to engage in . The literature review confirmed 
that the individual focus of the research was highly appropriate to the contemporaty 
experi ences of professional workers, that some of the vari ables were substantially under-
researched (eg. empirical research on CPD or employabili ty), and that thi s project 
represented the first occasion that the chosen vari ables had been considered together. 
This emphasised both the originality of the research and the potential to make a 
significant contribution to our understanding of professionals, their attitudes to 
themselves in relation to their work, and their updating, in a contemporary context. The 
next section of the dissertation considers the range of methodological issues and the 
strategies employed in respect of data collection, based on the findings of tile literature 
rev iew. 
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CHAPTER 4: METHODOLOGY 
4.1 Introduction: Broad Aims, Research Questions and Hypotheses 
The broad aim of the study is to examine relationships among a number of individual 
attributes and variables, the latter including professional commitment, attitudes to CPD, 
self perceptions of employabi li ty and perceived career success. Specifically, these can be 
expressed as a series of research questions and hypotheses: due to the exploratory nature 
of some aspects of the research some issues could not be expressed as precisely as 
fom131 hypotheses. Some of these related particu larly to the exploratory qualitative 
study, and included: 
RQJ: What are professionals' attitudes to commitment as potentiaily extending beyond 
tile organisation? 
RQ2: How do professionals perceive their relative relationship to other groups and 
bodies? 
RQ3: How committed are professionals to their professional organisation? 
RQ4: Whose needs, if anyone's, do professionals perceive as being served by COl1linuing 
Professiollal Development (CPD) 
RQ5: Do the sample perceive a need to engage in CPD, and what are their fillure 
priorities? 
RQ6: How are professionals in organisations making sense of changing work pal/erns 
and careers? 
RQ7: What are the implications of changing work paltems and careers for these 
professionals in organisations? 
RQ8: What do the sample understand by the term 'employability'? 
It can be seen that these research questions fall into three identifiable groups, relating to 
professions and professional organisations (RQ I-RQ3), to continuing professional 
development and learning (RQ4-RQ5), and to employability and careers (RQ6-RQ8). 
These represented the main themes of the research at the qualitative stage. 
The exploratory research was sllccessful in addressing the above questions, with the 
processes described and outcomes analysed in chapter 5. The main aim of the 
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exploratory stage was to focll s the research and to provide direction for the survey stage. 
The emphasis of the research was identifi ed as the CPD of professional workers, with 
other significant research variables being professional commitment, the perceived value 
of CPD, and their self-perceptions of individual employabiLity. The research also sought 
to identify what CPD the sample actually engaged with. This focus was expressed as two 
hypotheses, and a series of further research questions, which are listed below. 
There was a strong theoretical rationale (described in more detail later in this chapter) for 
two of the suggested relationships between the main study variables, and these were 
expressed as fonTIal hypotheses as follows: 
/-I t. That high levels a/professional commitmell t (PC) correlate positively .. villi a positive altitude to 
continuing professiollal develojJmellf (CPDV) 
One would expect professionally committed individuals to be more prepared to both fit in with the 
institute's policies AND to have a greater preparedness to enhance their own status as professionals. 
Conversely, individuals who are less committed to the profession might be expected to be less positive 
about dle value of CPD. 
H2: That a high SCOre ill self-perceived subjective career success correlates positively with high self-
perceived ell lployability 
Here, one would expect individuals who believe themselves to be successful to also regard themselves as 
highly employable. On the od,er hand, we would expect people who regard 01emselves as unsuccessful as 
perceiving fewer options either inside or outside their organjsations, thus poorer individual employability. 
The resul ts of the tests of these hypotheses are analysed in chapter 8. 
There were a range of other aspects of the research that could not be so neatly expressed 
as hypotheses, in many cases because of its exploratory nature. This was due to the fact 
tbat thi s was often the fIrst time that some ofthe variables had been tested empirically, or 
tested in relation to some of the other study variables. This emphasises the originali ty of 
the project, and the potential signifI cance of its theoreti cal and practical contribution. 
The firs t group of research questions from the survey relates to professional 
commitment. While this is a well researched fi eld (eg. Aranya and Jacobsen 1975, 
Aranya et al. 198 1, Blau 1985, 1988, Morrow and Goetz 1988, Morrow and Wirth 
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1989); and similar studies (eg. Sadler-Smith and Badger 1998) had emphasised 
organisational commitment, this study expli citly set out to emphasise the attachments 
beyond the organisation, to the profession. The selection ofthe scale items is described 
in section 4.5.3 below. The research aimed to address the following questions: 
RQ9: What level of professional commitment does this sample have? 
RQ 10: Are there differences by age, gender, qualification level, membership level and 
job level? 
RQl l: In what ways is professional commitment statistically related to engagement with 
CPD (what the respondents actually did), subjective career success, and employability? 
RQl2: What are the implications of the responses to these research questions for the 
Chartered Institute of Personnel and Development? 
These research questions are principally discussed in chapter 7, with some further 
ana lysis in chapter 8. 
The second group of research questions to be tested by the survey relate to the 
respondent's perceived value ofCPD. The selection and rationale for the survey items is 
described in section 4.5.4, although these were sourced entirely from the only related 
piece of research discovered prior to the survey being undeltaken: Sadler-Smith and 
Badger (1998). 
What is the rationale for these research questions? The professional institutes promote 
CPD at least as a means of updating, and often as a necessity to retain one's 'licence to 
practice', an approach seen as policing by some writers (eg Blyth 2000:53). Cynicism 
about CPD is widespread, with a Harris Research Report for the CIPD (Harris 1999) 
suggesting that some members felt that the 'whole thing is simply about producing 
useless bits of paper'. This echoed the findings ofTaylor (1996:388) where the 
membership of some professions found some schemes patronising, and fai led to see the 
need to engage. Simi larly if the scheme is perceived as being owned by the employer, or 
of greater benefit to employers than individuals, then this will produce a ["llrther 
disincentive to engage. Sadler-Smith and Badger (1998:74) reported many concems 
from CIPD members in respect of their CPD, in relation to record keeping, the time 
taken to complete CPD records, and a possible (anecdotally reported) widespread lack of 
engagement. One could take a cynical view and suggest that the CIPD and other 
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organisations which are only just beginning to enforce CPD as a mandatory requirement 
may be deluding themselves as to whether their members actually engage with it or 
whether they perceive that it makes any difference to them - for example in terms of 
employabi lity or their career success. 
The research questions included: 
RQI3: To what extent do these respondents value CPD? 
RQI4: Are there differences by age, gender, qualification level, membership level orjob 
level? 
RQ 15: What are the implications for the Chartered Institute of Personnel and 
Development? (for example for their policies on CPD) 
These research questions are principally discussed in chapter 6, with some further 
analysis in chapter 8. 
After the exploratory fieldwork had been undertaken it was realised that the research 
neglected to consider how respondents percei ved their careers up to that point, as a 
'where are we now?' perspective. For this reason subjective career success (SCS) was 
also included as a study variable. The construction of the scale used in this research is 
described in section 4.5.7 Although there is a substantial body ofliterature on the 
subject, this project is believed to have been the first time that SCS had been studied in 
relation to a professional sanlple, so their responses to the SCS scale would be 
interesting in themselves. Expressed as research questions, these include: 
RQI6: What does this sample believe about their subjective career success? 
RQI 7: Are the differences by gender, age, qualification level, membership level or job 
level? 
In add ition, this was believed to be the first time that SCS had been studied in its 
relationship to some of the other variables, notably the perceived value ofCPD, CPDV . 
Although the theoretical justification for examining the correlation between SCS and 
employabi li ty was strong (and thus expressable as a hypothesis, ID) the correlation 
between SCS and CPDV was more problematic. 
On one hand we might expect individuals to value CPD because they believe it helps 
121 
them to become successful or to remain successful. Thus on the other hand individuals 
who do not care about career success (or are happy with the success they have and do 
not want any more) are unlikely to perceive a value in CPD' What is potentially 
problematic here is where individuals believe themselves to be unsuccessful and sti ll 
va lue CPD type development in an effort to rectifY this, although whether individuals 
would self report themselves as unsuccessful is quite another matter. This di lemma can 
be partially resolved ifthe variable e PDV is regarded as a maintenance or advancement 
activity for people already in the profession rather than a 'getting to the start line' activity 
as one might see a degree in certain occupations. As an illustration, the HR profession in 
the UK does not set qualification-based entry barriers, so for many individuals entry to 
the profession at a basic level is not a matter of getting a qualification to be allowed 
entty. Entry to the 'Member' and 'Fellow' grades can only be allowed via the professional 
examination route. However there may still be problems where an individual has had a 
successful career that they now perceive as failing - will they beli eve that they can use 
e PD to rescue it? For the purposes oftllis sn,dy, e PD is perhaps best considered as an 
updating strategy rather than a means of effecting major career tTansitions. 
It was believed it would be more appropriate to express a range of possibilities as 
research questions, which also include e PDE, the respondents' engagement with ePD. 
The development of the 'ePD Engagement' (ePDE) survey items is described in section 
4.5 .8 below. Research questions relating to these relationships include: 
RQ18: what are the statistical relationships between SCS and CPDVIE? 
RQJ 9: what are the implicationsfor the results of the subjective career success items 
(a nd the relationship of the scale to others) for the CIPD? 
The results of these research questions are principally discussed in chapter 8. 
The scale of individual employability was developed as part of the research project as no 
suitable measure had been fowld prior to the fi eldwork being lmdeltaken, based on the 
conceptual diagram shown above as figure 2. The scale development process is 
described il1l11ore detail in section 4.6.6. Because this was an entirely new scale, the 
sample's responses were considered interesting ill themselves, which could be expressed 
as the following research questions: 
RQ20: What is this sample's self-perception of their emp loyability 
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RQ2J: What components of employability are discernible ill the respondents' 
perceptions of their own employability? 
RQ22: Are there differences in the main scale alld sub-scales by age, gender, 
qualification level, professional level and job level? 
Statistical analyses in response to the above questions are considered in chapter 7, with 
the identification of the sub-scales in chapter 6. 
The psychometric properties of the scale were investigated for a number of reasons. The 
underpinning theory (eg. Tamkin and Hillage 1998, Raj an 2000) , had suggested that 
employability may be at least a two-dimensional constmct: internal employability and 
external employability. There was also a suggestion that there may be construct 
redundancy with the subjective career success scale, this suggestion being reinforced by 
the similarity of the dilemma presented by the apparent imposs ibility of express ing the 
relationships of both SCS and employability with CPD as a simple hypothesis. Because 
the employability scale has proved to be a significant outcome of the research process 
overall , the following questions are considered in some detail in chapter 6: 
RQ23: What are the psychometric properties of the employability scale(s) derivedfram 
the samples' perceptiolls? 
RQ24: To what extent is there overlap (redundancy) between the SCS scale and 
employability ? 
On the subject of employabi li ty, because there was very little underpinning theory or 
previous research to fall back on, ,md because of the nature of the constl1lct itself, the 
relationship between, for example, employability and CPD (both value and engagement) 
could not be easily predicted. For example, one might expect that individuals who are 
prepared to engage with CPD do so because they believe it will enhance their 
employabi lity, both within their organisation and outside, because while they are 
employable already they perceive a need to maintain this. On the other hand, one might 
expect that individuals who are less prepared to engage with CPD have no concerns 
about their employability. They do not see the point in making an effort with CPD 
because they feel secure: whether that is a realistic or even a wise attitude is a matter for 
themselves! 
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As a contrast, some individuals may believe they have low employability, and engage in 
CPD in an effort to improve this, or individuals who perceive they have low 
employability may 'give up', resign themselves to a lack of opportunities, and not bother 
with CPD either. Again this would explain anecdotally low levels of engagement with 
CPD. Note that here, 'employability' is an individual construct relating to one's ability to 
keep the job one has or get another job. This is quite distinct from the co llective 
employability of the workforce achieved as a result of certai n Human Resource 
strategies. 
Rather as with subjective career success, the problematic nature of these relationships 
would suggest that a hypothesised relationship based on a particular set of correlations 
appears too risky. It was detemlined that it would be more appropriate to proceed with 
an 'open' research question, more appropri ate to the exploratOlY nature of this research: 
RQ25: What are the statistical relationships between employability and CPDV/CPDE? 
The results of this research question are analysed in chapter 8. 
Finally, because thi s was believed to be the first time that the constnlct of employability 
had been researched with a professional sample: 
RQ26: What are the implications of the findings ill respect of employability for the 
CfPD? 
The researcher also sought to asceltain what SOl1S ofCPD the sample engaged with, with 
a view to identifYing what were the most popular strategies, to investigate possible 
vari ations, and to consider the results as possible recommendations to the professional 
body. There is some literature on tllis but from a variety of stakeholders with different 
interests. One potential outcome of this part of the research is that the results could be 
fed back to the professional institute with the potential to infonll their future CPD 
strategies. The research has been conducted with the support ofthe local ClPD branch 
who have taken a keen interest in the results. At a later stage in the research this 
descriptive measure was developed into a measure of individual engagement with CPD, 
which produced some interesting further findings. Expressed as research questions, these 
are: 
RQ27: What are the most commonly reported means of updating for this sample? 
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RQ28: What are the differences by age, gender, qualification level, membership level 
and job level? 
RQ29: What are the implications of these results for the CIPD? 
As the research progressed it became increasingly apparent that to consider relatively 
s imple correlations between variables would be to lmderstate the complexity of the 
relationships invo lved. As CPD was the variable of primary interest what was the 
relationship of the other vari ables in predicting variance in CPD? The results presented 
in the early pali o f chapter 7 suggest the inclusion of age, gender, professional level and 
organisational position (job level) as control variables, in considering the extent to which 
engagement with and/or value attributed to CPD explained significant amounts of 
variance in employability, after also allowing for professional commitment and 
subjective career success. It was beli eved that multiple regression analysis would be an 
appropriate tool in tlus case, described by De Vaus (2002:343) as: 
'a powerfi.1i and fl exible method of analysing the relationship between a set of 
independent variables and a single dependent variable.' 
The theoreti cal rati onale for undertaking mUltiple luerarchical regress ion is discllssed in 
section 4.7.3 below. Research questions to examine the impact ofa range of other 
variables on the two main variables of interest (CPD and employabili ty) are: 
RQ30: Which biographical and auitudinal variables are the best statistical predictors of 
the value attributed to CPD? 
RQ3 J: Which biographical and atti/lIdillal variables are the best statistical predictors of 
self perceived total employability? 
These research questions are discllssed and analysed further in chapter 8. 
The research strategy was informed by a literature review wluch made a number of 
signifi cant contributions, these being: 
• The identi fication of contex tual factors relating to the changing nature of work and 
careers, career success and the identi fication of appropriate measures of subjective 
success 
• a focus on commitment that was limited to professional commitment and without 
pulling the research into the domain of general commitment theory, believed to be 
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inappropriate due to its multi-faceted and all-embracing nature, a desire to emphasise 
the 'beyond-organisation' attributes of professional work and professional 
networking, and a desire to de-emphasise organisational attachment 
• a definition of professionals for the purposes of the present study and criteri a for 
determining who can be included and who can not 
• an identification of key issues relating to CPD in the workplace, why professionals 
engage in it, and what affects their ab ility to benefit from it 
• a concept of employabi li ty based on internal and external labour market factors 
impacting on individuals and occupations, with the potential for development of this 
concept into a measure of employability. 
To summarise, thi s is essenti ally a practical piece of research in the sense that it deals 
with professional workers attitudes to their work, their careers, their profession and their 
updating, and what they actually do in respect of the latter. The research has the potential 
to make a theoretical contr ibution in respect of a deeper understanding of under-
researched areas, and a completely original contribution in respect of individual 
employability. lankowicz (1994:82) describes the inferenti al process of combining 
assertion (here, as research questions) and data to 'understand and explain particular 
events' . This project employs the hypothetico-deductive method to add to theoretical 
understanding in the field, most significantly in relation to individual attitudes to CPD, 
relationships with other variables, and individual employabili ty. However as Phil ips and 
Pugh (2000: 180 suggest, while the hypothetico-deductive method describes a logical 
approach to research, it does not describe the psychologica l behaviour that enables it. In 
this instance, some of the research outcomes were somewhat unexpected, this refl ecting 
the relatively exploratory nature of the research. 
Building on this sound theoretical base, in the remainder of the chapter a number of key 
methodological considerations are addressed, including the rationale for the use of cross 
sectional survey methodology, the validity of self-report methodology, the size of the 
sample and power considerations. Then the design of the survey instrument is 
considered, including a review of the development of the question items relating to each 
of the variables. Issues relating to survey implementation are addressed, including access 
and privacy issues in relation to the sample. Finally the chapter describes and justifies 
126 
the data analysis methods employed, including the stati stics produced, the testing of 
hypotheses and correlation analyses, and the use of multiple hierarchical regression. 
4.2 The Exploratory Qualitative Research 
Because some ofthe research variables had relatively poor existing empiricalliteratllre, 
a very comprehensive literature review was undertaken in the hope offmding ex isting 
well validated measures of for example, attitudes to CPD, employability and career 
success. This continued right up until the writing-up stage ofthe project. Early work also 
included a qualitati ve study of twenty professionals at a vari ety oflevels liom a range of 
professional organisations, although all were contained broadly within the business 
management field. The qualitative strategies were utilised because, as Thomas and 
Dunkerley ( 1999: 160) suggested, the research at that early stage aimed to: 
'- provide rich empirica l data - and to address the theoretical limitations in the literature.' 
One of the weaknesses of the chosen fields of study is that much of the literature is 
speculative in nature and thus not that helpful in respect of infomling a research 
methodology. The qualitative research aimed to find out what issues could be explored 
later in a quantitati ve survey, to refine the theoretical issues identi fied in tJle literature 
review, and to generate themes for further exploration. The specific research questions to 
be addressed by the qualitative research are listed above. As Silvennan (2000: 100) 
suggested, the conclusions reached allowed the researcher to simpli JY and focus the 
research design at the next stage. 
Structured interviews were undertaken with twenty professionals drawn from a range of 
professional associations, meeting the criteri a for inclusion identified in the literature 
review. The interviews were tape recorded wiili the participant's pemlission and 
transcripts made of the recordings. As Nachmias and Naclmllas (198 1 :23 1) identified, 
such an interview can have a number of key characteristics such as that they take place 
WitJl respondents known to have been involved in a particul ar experience (in this case 
meeting the criteria of professional membership and employment identified above). 
Second, the interview dialogue refers to situations that have been analysed prior to the 
interview (eg. CPD). Third, the interview proceeds on the basis ofa guide speciJYing 
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topics related to the research aims. Fourth, the interview is focused on the sUbjective 
experiences regarding the situations under study. The anticipated outcome was, as 
Sekaran (2000:226) suggested, a 'tentative theory of the factors influencing the problem'. 
As this was exploratory research respondents were selected from a conven ient sample of 
professionals meeting the research criteria identified in the literature review. This was 
believed to be acceptable as according to Sekaran (2000:297): 
'- if the purpose of the study is merely to explore and understand phenomena, a 
convenience sample is almost always used. ' 
Given the sample size (twenty) it was accepted that the generalisability of the results 
would be limited (Sekaran 2000:297), but again this was believed to be acceptable at this 
exploratolY stage of the research. Respondents were employed in a range of 
organisations and members of a variety of professional associations. Gender was not 
identified as a key feature ofthe research initially, but there was an imbalance towards 
women in the qualitative research. Each interview lasted between 30 and 60 minutes, 
and followed a broadly standard script (see Appendix 3), with some prompting by the 
interviewer where respondents wandered off the point or lost the focus of the question. 
As Oppenheim (1992:52) suggested, ifan interview proved to be paJticularly rich 011 one 
topic then to some extent the researcher allowed thi s to 'flow with the tide', but within 
reason. Interviews were recorded with the participant's permission and transcribed later. 
The questions were detennined by the researcher, broadly infOlmed by the literature 
review that bad been undertaken up to that point, emphasising the following: 
• Section I: 'About yourself: at the exploratory stage of the research the researcher did 
not have established links with anyone professional organisation. The aim at this 
stage was to solicit perceptions from a variety of professional areas to try to identi fy 
what some ofthe issues were. It was believed that level of membership, age, gender, 
type of organisation, aJId qualification level might influence some of the other 
vaJ'iables but these were areas needing ftuther investigation 
• Section 2: 'Work commitment': The 'commitment' aspects of the research were 
significaJlt1y revised after the qualitative research, with a greater focus on the 
individual and the profession (ie.beyond the organisation) as opposed to the 
indi vidual within their organisation. This was seen as being more relevant to the 
contemporary career concep t as well as a more original and worthwhile research 
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contribution. Tlli s was the reason for the eventual focus on the affective aspects of 
professional commitment, rather than work or organisational commitment. 
• Section 3 'As a professional person': At the time the qualitative research was 
undertaken the researcher was interested in how the respondents perceived 
themselves as professionals, what it meant to be a professional, and on professi onals 
in organisations. The outcomes of this section ofthe research were to infOlm later 
work on the perceived employability of professionals in orgatlisations and the 
employabi li ty of different professions in internal and external labour markets. As 
many of the respondents were from what has been called in the literature 'newly 
professionalised occupations' it was hoped that their levels of self-confidence and 
self-esteem as professionals could also be explored, both within thei r organisations 
and in relation to other (perhaps more established?) professionals. 
• Section 4: 'Your professional orgatlisation': The aim of this section of the interview 
was to explore the relationship of the individual professional person to their 
professional association, to establish what their level of engagement was with the 
organisation, and the extent to which professional networking was important. 
• Section 5: 'Professional Leaming': This section of the interviews aimed to explore 
exactly what CPD individuals engaged in, how they aimed to keep themselves up to 
date, atld what was their motivation for doing so. This section also included some 
early references to the concept of employability, which were to infOlm later design 
of the survey instnunent. 
From the interviews, data were analysed using content atlalysis (Jankowicz 2000 :237), 
whereby themes were extracted from the recordings and transcripts, categori sed, and key 
points identified. As wi ll be seen in chapter 5, iliere were some useful findings, wllich 
aided conceptual development and enhatlced the researcher's understatlding of the 
professionalmindset - especially for those in newly professionalised occupations. The 
interviews had also drawn in professionals from a range of associations atld occupational 
areas. 
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4.3 The Survey Sample 
4.3.1 The participants - defined. 
The author has been involved in pro fessional organisations and professional education 
throughout hi s career. The literature review had confirmed the author's interest in a 
sample who could be identified as (primarily) organisationally-located professionals or 
members of the management-related profess ions (Watkins 1992, Ackroyd 1996) as thi s 
was where a great deal of existing research on Continuing Professional Development 
and the other variables had been undertaken. The early qualitative work had utilised a 
sample drawn from a wide range of professional organisations, with some possible intent 
at a later date to conduct a survey across a range of professional organisations for 
comparative purposes. However to ex tend the research into inter-professional 
comparisons was believed to be beyond the scope of the present study. 
For practica l and theoreti cal reasons a decision was made at this point to focus on just 
one pro fessional group - the Chartered Institute of Personnel and Development - and on 
a quantitati ve methodology. At a practi ca l level the author had close links with the 
C!PD, and they were more than willing to facilitate the research. An acceptable sample 
could be accessed within the time frame of the PhD., and the C!PD membership 
database was ideal for conducting survey research. Just one professional organisation 
was utili sed because to undertake a comparative study would add an extra level of 
complexity to the project, already complex enough, although inter-professional 
compari sons may well be a fruitful avenue for later extension of the research. 
At a theoretical level, and ari sing from the literature review, The C!PD appeared to fi t 
the defini tion of professionals derived in chapter 2 including: identification as a 
professional (Kerr and Von Glinow 1977, Morrow and Goetz 1988, Mirvis and Hall 
1994), professional values (Hall 1968), such as in codes of practice, and the ability to 
exercise professional di scretion at work . Rather than see these as absolute requirements, 
they are best seen as on a series of continua (ElIiot 1972, Kem and Von Glinow 1977), 
and as an example the C!PD do not truly have the ability to exerci se occupational 
closure (Leveson 1996, Ackroyd 1996, Reed 1996), although in practice a certain level 
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of professional membership would be a pre-requisite for individuals seeking senior 
appoi ntments in most organisations. As an organisation acknowledged as one of the 
'leaders in the field' of CPD (Crofts 2000), one might reasonably expect the ClPD to 
promote an effective model of CPD. Finally, there was a small, but more than that 
discovered for any other professional organisation, body of empirical literature (eg. 
Jones and Fear 1994, Sadler-Smith and Badger 1998, Harris 2000) that wou ld prove to 
be invaluable in informing the design of the survey instrument. 
4.3.2 The participants - identified 
Thanks to the co-operation of the Derbyshire and Nottinghamshire branch of the ClPD 
the researcher was able to use their membership database as the basis for a postal survey. 
The sample therefore consisted of the 973 members of the Derbyshire and 
Nottinghamshire branch of the Chartered Institute of Per SOl me I and Development who 
had either full member status following completion of the full diet of the profession's 
qualifications plus a qualifying period at an appropriate experiential level (corporate 
membership), with the designation MClPD; or members at the higher level of Fellow 
(FClPD) gained after a further qualifying period and evidence of an appropriate level of 
experience. As the focus of the study was on continuing professional development 
(ongoing development to keep up to date with the implication of some passage of time) 
it was believed that studying the attTibutes and attitudes of members implicitly at a later 
career stage would throw up more issues relating to, for example, were members actually 
keep ing themselves up to date where their qualification or training may have been some 
considerable time ago? What are the relationships between for example career success, 
employabi lity and their engagement with CPD members who have a high professional 
status (Fellows) - and Members? The highest membership category of all - Companion -
was excluded from the survey as there were too few of these in the region to make up a 
meaningful sanlpJe for comparative purposes. 
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4.4 METHODOLOGICAL CONSIDERATIONS 
4.4.1 The use of cross sectional survey methodology 
Previous research into the elements o f the present study (eg. on CPD, Jones and Fear 
1993, Sadler-Smith and Badger 1998; or on career success Gattiker and Larwood 1986, 
Greenhaus et al 1990, Nabi 2000 and 200 I; or on employabili ty ego Van der Heijden 
2002), had typically employed cross-sectional sllfVey methodology to gather large 
quantiti es of data for subsequent multivariate analysis. This enabled a large population to 
be accessed at a given point in time with relative ease. Jankowicz suggested (2000:222): 
'Yo u carry out a survey in order to establish people's views of what they think, believe or 
feel, in order to discover these views for their own sake, or to support an argument that 
you're presenting - ' 
The main problem with the cross-sectional survey method is that it only al lows a 
perspective at a fixed point in time which limits our ability to make inferences abo ut 
causal relationships. Sekaran (2000: 141 ) emphasised the importance of d istinguishing 
between causal and correlationa l studies, and the need to conduct a longitudinal study if 
the research seeks to establish causali ty. The principal reason why longitudinal research 
was not lmdertaken here was due to time constraints, often a characteri stic of Doctoral 
study. 
4.4.2 The validity of self report methodology: Response Integrity 
The survey employed self-report methodology, and it must be acknowledged that thi s 
can potentially be problematic, especially given the nature of the subject matter under 
di scussion. For example, would respondents be prepared to honestly self-report if their 
careers were in their view less than successful , or if they privately believed their 
employability was low? Goffin and Gellatly (2001 :439) in their research on 
organisational commi tment had suggested that 'simple defensiveness' might cause 
respondents to inflate their ratings. They also suggested that 'moderated defensiveness' 
may have the effect of producing variable responses, and was attributable to individual 
differences due to personality traits, or neurotiscism. In tile present study these factors 
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are recognised as a potential limitation to reli ability and validity, and it is hoped that the 
assurances of confidentiali ty given on the questionnaire and covering letter would 
encourage respondent honesty. Within the scope of this study it was not possible to test 
for personality factors in relation to the research variables, and thi s may be an area for 
ex tension at a later date. 
A further concern is if respondents do not understand a given item and then answer it 
based on thi s misunderstanding, and tJle erroneous answer then goes undetected entering 
the data set and causing bias. This concern was addressed by pilot-testing the 
questiOlmaire, as described below. A further concern was the risk that respondents might 
not take the questionnaire seriously, and simply tick answers either at random, or in 
patterns (1,2,3, 1,2,3,) or the same item throughout (4,4,4,4,)? All of these factors may 
lead to unverifiable response biases. Some encouragement can be gained fro m the recent 
study by Goffin and Gellatly (200 1 :437 et seq.) which suggested that self -report 
measures are affected 'mainly by the observations or experi ences of the self-reported 
rather than by systematic bias relating to defensive responding.'. This means, essentially, 
that what one is actually measuring is likely to be the true attitudes and values rather than 
faked responses which refl ect the respondent's intention to in some way conceal their 
true values fo r whatever reason. Finally, it is important to achieve a balance in the length 
of the questiOlmaire between the inclusion of items that are seen as essenti al, and making 
the questiOlmaire so long that it might deter some respondents. This latter concern was 
one reason for the selective use of some of the Sadler-Smith and Badger (1998:70) 
survey items. 
4.4.3: Why use a postal survey in this context? 
Fo llowing the exploratory quali tative research it was decided tJlat survey methodo logy 
would best meet the stated research aims and hypotheses, and that this would best 
provide the large scale data necessary for subsequent data analysis within the available 
time frame. In addition, the early research had afforded the opportunity to develop a 
more refined focus and the questiOlmaire would be: 
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'- an efficient data collection mechanism when the researcher knows exactly what is 
required and how to measure the variab les of interest.' 
(Sekaran 2000:232) 
Sekamn suggested that postal questiolmaires have advantages inclnding that: 'a wide 
geographical area can be covered' (2000:234), in this case facilitated by the researcher 
being granted the use of the CIPD's mailing lists for the Derbyshire and Nottinghamshire 
branch in the form of pre-printed labels. 
4.4.4 Sample size and power considerations 
To some extent the sample were defined by their existence as a gro up within a particular 
geographical area. However, concern as to whether this sanlple size (of234 Members 
and Fellows) would be sufficient for mUltivariate analysis led the author to consider 
power analysis as a means of detennining the appropriateness of this sample size. Power 
analysis takes two factors into account: the estimated effect size and the number of 
predictor variables. In the present study, the effect sizes (R 2 ) were, in reality, expected 
to be medium at best. Nabi (1998:94), conducting research in a similar fie ld, followed a 
formula suggested by Green ( 199 1 :508), which accounts for both effect size and tlle 
number of predictor variables. The fOlmula is: 
N ~ (8//2) + (m-I) 
where: 
• N = the sample size 
the lowest anticipated effect size squared (ie, R 2) 
• 111 = the maximum number of predictor variables wlder consideration 
Nabi suggested (page 95) that abovej2, by being only an approximate indication of the 
expected relationship, represents a weakness w itllin the fonnula. Clearly while the 
expected relationships are infonned by the avai lab le literatm-e, none ofllle literature 
surveyed in relation to CPD mentioned power analysis at all, and Nabi's study (of career 
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success), assumed a 'small to medium' effect size (page 95). Whi le one has to accept 
that these approx imati ons are not ideal, nonetheless as Nabi suggested it is perhaps better 
than no consideration of sample size at all. Discounting the variable 'andragogy' as later 
happened had litt le impact on the formula and only reduced the preferred sample size by 
one. 
Green (1 991 :508) recommended that/ 2 should be .01, for small expected effect sizes, 
.15 for medium expected effect sizes, and .35 for large expected effect sizes. Despite the 
extent to which the ClPD had talked-up the importance of CPD amongst its 
membership, the relationship to the other variables in the present study was not expected 
to be more than moderate and accordingly a fairly modest value of .05 was utilised for 
/ 2. The use of this effect size means, as Nabi (1998 :95) suggested, 'that one could 
reasonably expect to find a significant finding if all the pred ictor variables of concem 
contributed to at least 5% of the variance in the perceived value ofCPD' . W ith fo ur 
predictor vari ables under consideration (pC, AND, EMP, CS), the following preferred 
sample size was calculated: 
N ~ (8/.05) + (4-1) = 160 + 3 = 163 
Disaggregation by further subgroups was not a major feature of the correlati onal analysis 
(and the di fferences by gender, level, organisational position or age wo uld not have 
been so very stati stically significant anyway: see chapters six and eight), un like Nabi's 
research where (page 96) he accounted for the further subdi vision by gender and 
occupational group . Here, these divisions were restricted to the descripti ve stati stics, 
which are reported in chapter 7. Given the above formula, if a sample size greater than or 
equal to 163 could be achieved thi s sbould ensure enough statistical power for 
multivariate analysis to identi fy the expected effect size. 
A much simpler means of calculating the sanlple size derived from a given population 
size was suggested by Krejce and Morgan (1 970:607). They provided a simple table, 
which suggested that for a population of 1000 a sample of278 should be aimed for. In 
tbe present study the response rate was 24.05% overall, with the Derby respondents 
([ 15/ 421: 27.32%) scoring better than the Nottingham respondents (119/552: 2 1.56%). 
On this rough estimate tlus is perhaps less than ideal certainly in the latter group, and 
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should be recognised as a potentially limiting factor in the research. However given the 
fact that Krejce and Morgan's measure is at best described as a rough estimate one would 
expect it to err heavily on the side of caution. As Green suggested (1991 :509): 
'Researchers who use traditional rules-of-thumb are likely to design studies that have 
insufficient power because oftoo few subjects or excessive power because of too many 
subjects'. 
The researcher's caution was well fowlded in this case. Sekaran's (2000:234) suggested 
disadvantages of a postal survey (see above): a likely low response rate, and the inability 
ofrespondents to seek clarification, also appli ed in the present study. In the first case, the 
response rate of24% was lower than had been hoped for, given the extent to which the 
CIPD talks-up the importance of CPD in communications to members. They were 
(intuiti vely) anticipated to share thi s sense of priority. As lankowicz (2000:287) 
suggested, the research was tryi ng to: ' - explore issues about which - respondents have a 
sense of ownership - '. 
4.4.5 Control variab les 
The study aimed to examine the complex relationships among individual attributes such 
as individual attitudes (eg. to CPD and professional commitment) and individual beliefs 
relating to employabi li ty and career success. The relevance ofthe need to identifY and 
control for the influence of van abies that could potentially threaten the validity of the 
results or lead to i.naccurate conclusions was considered. These are defined by Jankowicz 
(2000:348) as: 
'The variables which wou ld get in the way of a causal explanation of the relationship 
between the dependant and the independent variables, and whose effects you try to 
eliminate.' 
It must be emphasised that this was a study testing correlation (cross sectionally) rather 
than causali ty (longitudinally). In this study, four control variables (gender, 
membership level, qualification level (as in graduates and non-graduates), and their 
level in that organisation) were considered. The variables were included not just for 
contro l purposes but also because some ofthe descriptive literature (eg. Harris 2000) had 
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suggested that they might reveal interesting results in themselves. The reasons for their 
selection (and the non-selection of others), are outlined below. 
In respect of gender, the literature review had suggested that this may significantly 
impact on a number of the other vruiables, especially career success (Van Eck Peluchette 
1993, Thomas and Dunkeriy 1999, Simpson and Altman 2000, Nabi 2001), the specific 
impacts being discussed in section 3.3.2 above. The limited number of empirical studies 
in respect of CPD had incorporated a consideration of membership level as a variable 
(lones and Fear 1994, Sadler-Smith and Badger 1998), but this was controlled for in the 
present study to more accurately evaluate the nature of the correlational relationships. 
Both gender and membership level were considered key components of the exploratory 
analyses reported in chapter six . As this section also suggested that there may be effects 
due to qualification level (and a further interaction effect with gender), the 
graduate/non-graduate division was incorporated as a further control variable. A 
substantial number of respondents self-reported as operati ng at strategic level, and thi s 
was controlled for in the results. Finally, while the data matched other studies (eg. Sadler 
Smith and Badger 1998, Hanis Research 2000) in respect of the response rates for 
public/private sector respondents, it was suggested that this division should be controlled 
for in the correlational analysis. However organisation type was later dropped as a 
contro l variable in this study as the descriptive analysis revealed a high level of missing 
or ambiguous data due to a lack of clarity in response choices for respondents who were 
either self-employed or working in the not for profit sector. This is an aspect of the study 
that has potenti al for future development. It shou ld be noted that none of the studies 
which bear the closest comparison to parts of the present research project , and none of 
which integrate the all elements of the research in that way that has been done here, 
appear to have used control variables at all (lones and Fear 1994, Sadler Smith and 
Badger 1998, and Van der Heijden 2002). 
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4.5 SURVEY DEVELOPMENT 
4.5.1 Introduction 
The survey instrument consisted of seven sections which were: 
• Respondent information, comprising basic demographic, organisation and job role 
related information 
• affective professional conunitment 
• attitudes to the value of CPD 
• self perceptions of andragogy 
• self perceived employability 
• self perception of subjecti ve career success 
• a descripti ve measure of what kinds ofCPD individuals engaged in and to what 
ex tent 
Care was taken with the sequencing of questions following guidance given in Sekaran 
(2000:240), using the funnel approach where questions move from the general to the 
specific. This influenced the broad ordering of topics as well as the ordering of some of 
the sca les notably career success. On ordering, one potenti al area of concem was the 
level of similari ty between adjacent question items on the employabil ity scale, in the 
sense that respondents might not perceive the sometimes fa irly subtle di fferences 
between the items. One potential solution could have been to random-order the 
questions. On the ordering of questions, Sekaran suggests that (2000:240): 
, - (while) randomly placing the questions in the questionnaire would reduce any 
systematic biases in the response, it is very rarely done because of subsequent confusion 
while categori sing, coding and analyzing the responses.' 
III the pilot study some of the employabi lity items were randomised but when scoring 
was attempted precisely the problems that Sekaran had identi fied were encountered and 
so for the actual survey these items were re-ordered back to the form identified on the 4 
x 4 matrix. The questionnaire was therefore redesigned following the pilot study as data 
entry had proved to be di fficult due to the randomised questions, and also that the 
questiolUlaire item numbers did not correspond to the SPSS code book developed by the 
researcher. A conscious effort was made to avoid unduly long questions, although some 
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of the employabili ty items are just about on acceptable limits in this respect. Sekaran 
(2000:239) suggests that: 'as a general rule of thumb, questions should not exceed 20 
words in length.' 
The fo llowing sections provide a rationale for the question items used in the survey, 
begirming with the descriptive respondent information, continuing with a rationale for 
the choice of questions for each ofthe vari ables, and concluding with the descriptive 
li sting of items re lating to CPD engagement. An example of the fi nal version of the 
questionnaire can be fo und in appendix 3. 
4.5.2 Respondent Information 
Item I on the questionnaire was of course the SPSS ID number. The location of personal 
information at the begimling or end of the questiOlUlaire is identified as a matter of 
choice fo r the researcher. Its location at the begilUling may lead to a 'psychological 
identification' with the questionnaire (Sekaran 2000:241 ), and helps to describe the 
sample characteristics when writing up. For the respondent information - basic 
demographics (items 2,3), professional level and time served (items 4,5,6, J 0), 
quali fication type, level and recency (items 7,8), employment status (11 ) and 
organisational type and job role level (1 2, 13) were included as the first page of the 
questionnaire, and rated by nominal scales. The format for the presentation of this 
infOlm ation was drawn from a number of sow'ces including the ClPD's Harris Research 
RepOli s (1 999,2000). Analysis by age or gender, qualification level or type of 
organi sation, and decision making level had feattrred in some previous studies (eg. 
Sadler Smith and Badger 1998) and was gathered for further analysis or control 
purposes. This especially proved to be useful in the 'descripti ve statistics' section ofthe 
present study. For example, the Sadler-Smith and Badger study had fOlllld (page 71) that 
newer members had accorded CPD a higher priori ty, whereas one might have expected 
longer standing members to have more concerns about their updating. Commitment to 
updating was lowest among older males. Sadler-Smith and Badger also fo und no 
signi fi cant di fferences in resul ts according to size of respondent's organisation, or by job 
level. 
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Qualification level was believed to be potentially significant: while a degree is by no 
means a pre-requisite for entry into the profession selected, it is now not lIncommon for 
members to be graduates or to study to graduate level during the course of their careers. 
Similarly, the early qualitative fieldwork yielded a surprising finding of potentially high 
levels of graduate membership of even the newly professionalised occupations, sllch as 
the Association of University Administrators. This reflects tTends identified by lackson 
(1996) of graduate encroachment into traditionall y non-graduate occupations. This may 
impact on their perceptions of career success due to the absence of the so-call ed 'fast 
track' career, and also employability as influenced by the individual's employabi li ty 
assets. Although the data collected were in eight categori es, this was simplified to two 
(graduates/non graduates) for control purposes. 
The fo llowing section relates to the affective sections oflhe questiOlUlaire, all of which 
were scored on a five point interval sca le from strongly disagree (coded as I in SPSS), 
through disagree (2), neither agree nor disagree (3), agree (4), and strongly agree (5) for 
items 14-60 inclusive. Missing items between 14 and 94 were coded 9. As PaJIant 
(200 I :8) suggested, ease of coding into SPSS was a key consideration at this stage. 
4.5.3 Professional Commitment 
Professional commitment (PC) was measured using eight of the nine items from the 
'professional' version of the nine affective organisational commitment items identified 
by Tsui et al (1997) as relating to affective commitment or emotional attachment, to the 
organisation or as here to the profession. The professional conmlitment scale was 
cOllverted by simply substituting the word 'profession' for 'organisation'. One item 'I talk 
up tllis profession to my friends as a great profession to be associated with' was 
discarded, as it was intuitively felt to be inappropriately worded for use with the sample 
identified, and in any case seemed to replicate '1 am proud to tell otbers that I am part of 
this profession'. One extra item was included, this being the reverse scored 'often 1 find it 
difficult to agree with this profession's policies on important matters relating to its 
members'. In addition, as Sekaran (2000:237) suggested, the respondents should be: 
, - shaken out of any likely tendency to mechanically respond to one end of the scale.' 
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At this stage in the research it is believed that a measure of affective professional 
commitment or emotional attachment is suffic ient for our attention in this respect - as a 
uni-d imensional approach without the burden of additional question items from the full 
fifteen item version of the questionnaire. This is also felt to be consistent with the 
affective nature of items 14-60 generally. Tsui et al. reported an alpha coefficient of .95 
for their affective OC scale. Here, with 234 cases, and slight modifications, an alpha 
coeffi cient of .80 can be reported. Whi le professional commitment is conventionally 
measured on a seven-point scale, in the present study there is no intention to make any 
comparison with any other commitment studi es. The measure of PC employed here is 
for use within tJli s body of research only. A fi ve-point scale was used with thi s 
consideration in mind to give an appearance of greater overall integrity and consistency 
to the survey instrument. 
4.5.4 The Value of CPD 
The respondent's attitude to the value of Continuing Professional Development 
(CPDV) was measured using selected items from Sadler-Smith and Badger (1998:69). 
One section of their CPD survey was utili sed, this being the one relating to the value of 
CPD: namely nine questions on the acceptance of the value of undertaking CPD in 
relation to 'anticipated outcomes' such as employabili ty, job perfonnance, career 
prospects. Sadler-Smith and Badger reported an alpha coeficient of 0.88 for tlus subscale 
in their research, compared to 0.93 for the same scale in the present study, but here with 
a narrower sample in tenns of membership level. The items relating to employer 
attitudes to CPD, commitment to professional development and CPD targets were fe lt to 
be too repetitive of other items and were omitted. 
4.5.5 Andragogy 
From Maguire and Fuller (1997:180), items to test 'andragogy' - the extent to which 
adults are ready to learn and are self directed leamers, were sought, in relation to socio-
economic, situational and dispositional factors. As no ready to use well validated scale 
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existed, the author developed six items himself two of which match with each of 
Maguire and Fuller's three dimensions of andragogy, as below: 
• Socio-Economic: relating to one's personal circumstances or fanli ly background 
I could not engage in CPD ifthere was a cost which I had to pay myself 
It is very rare for anyone in my family to reach my level of professional 
achievement 
• Situational: relating to one's work or home environment 
My employer gives me fmancial support and/or time off to support my CPD 
My personal and fami ly conunitments limit my abi li ty to engage in CPD 
• Dispositional: relating to one's motivation to engage in CPD and attitude towards 
CPD 
I am happy to engage in CPD on a voluntary basis 
I really feel that there are benefits to be gained from CPD 
These six questions are perhaps best thought of as three sub-scales rather than one 'tight' 
scale, and this was confimed by a velY poor alpha coefficient of .22 for the six items 
which cou ld not be improved by removing anyone of the pairs from the results. 
Because the internal consistency reliability for this scale was so poor the results were 
excluded from the subsequent analyses. Nonetheless it is sti ll believed that some 
measure of an individual's orientation to leam is required in this field. At the time the 
survey was designed the author was unaware of the work ofSadler-Smith et al (2000), 
otherwise a consideration of individual cogrlitive style may have been introduced at tllis 
stage, although to some extent preferred learning methods are covered by the 'CPD 
engagement' items described below. 
4.5.6 Employability 
As no appropriate pre-designed and tested measure for employabi li ty cou ld be found , 
one has been developed here. This is based on the 'internal and external influences' 
diagram included as figure (wo, wllich in tl.lrn had been infonned by the work of 
Kirschenbaum and Mano-Negrin (1999), Tan1ki.n and Hillage (1999), Klutmans and Ott 
(1999), Rajan (2000) and Lane et al (2000), among others. Hillage and Pollard (1998) 
had suggested that employability was measurable in a number of ways: 
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• 'Input measures' such as vocationa1 qualifications, job search skills or career 
management training: to some extent this has been addressed in the first section of 
the questionnaire 
• Second 'perception measures' - the employee's view of their own 'employability'. 
Hillage and Pollard included employer perceptions in thi s category, but the present 
project focuses Oil employee perceptions. 
• Third 'outcome measmes' - the ability of individuals to get the jobs they want. 
The challenge was to acco unt for these factors, to produce a scale that wo uld incorporate 
inputs, and outcomes, but based on perceptions as this is the nature of the research - from 
the point of view of lhe professionals themselves. The diagram in figure two (also 
included as appendix one) seeks to account fo r a number of dimensions, which are the 
'domains' on each of the fo ur sides oftbe diagranl: 
• The individual - all individuals are different and they vary in terms of their 
contIi bution and bow they are perceived in organisations. TIllS may be influenced 
by their interpersonal skill s, their networking capabili ty, how hard they work, the 
esteem they are accorded by others. The scale does not explicitly measure self-
perceived personal efficacy, and thi s may well be a point fo r development in the 
future. Note that all of these are factors that relate primari ly to the person - not the 
occupation. Two further dimensions account for internal (to the organisation) and 
external (ie. the ex terna l labour market fac tors: 
• The internal labour market. Most members of the sample included in the survey were 
employed in organisations, although a small number were independent consultants, 
self employed or freelance workers. For those employed in organisations 
perceptions of their promotabitity or prospects within their occupational group may 
be signi fi cant, but this may in turn be influenced by how that group is perceived 
extemally, as ex plained below. 
• The extemallabour market. Having considered the position ofthe individual within 
the organisation, there remains a need to account for the individual's perception of 
their own survival skills, as in: 
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Figure 4: The Dimensions of Employability 
The Dimensions of Employability 
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'In had to do something different because the work I do now declined in 
significance or availabili ty, how would I get on? In had to give up my present 
career could I still be as successful or more successful in another occupation?'. Thus 
we need to consider how the individual might fare in the external labour market 
either should a forced-choice be made or should they wish to change direction. Of 
course individual factors are not the only influence here, and we need to account for 
the 'value' or 'w0l1h' accorded to the occupation too, as below. 
• The occupation. Different occupations are valued differently, both within an 
organisation's internal labour market, and in society as a whole. For example at an 
organisational level, the prelirnillary fi eldwork revealed perceived status differences 
between di fferent groups of lecturing staff in Universities even though their job 
titles or grading may be the same. The di fferences may be subtle, but may often be 
related to extemal perceptions of status: such as between lawyers and personnel 
specialists, or between clinicians and non-clinicians in NHS Trusts, even though pay 
differences may be negligible. In addition, tile external influences need to be 
accounted for: lawyers are often paid more than personnel specialists, and the social 
perception of the 'traditional professions' accords them higher status. 
The lack of a sati sfactory ready-to use scale, but a strong desire to measure 
employability based on the above conceptuali sation, led tl1e autl10r to develop a 16-item 
scale based systematically on the four dimensions. The evolution of thi s 
conceptuali sation of employabili ty is described below. The original 2 x 2 matrix shown 
in figure 2 evolved into the more detai led ( 4 x 4) version in figure 3, which in tWll 
became the sixteen items of the individual employability scale. The alpha coefficient for 
this scale from 234 respondents was 0. 88 which is regarded as more than satis factory for 
an untested measure. To sUl11J11arise: employability, for the purposes 
of this research, is defined as a multi-faceted construct that is based on an individual's 
perceptions of the value accorded to themselves and their occupation in internal and 
external labour markets. However the high scale alpha does seem to indicate that so far 
as these respondents were concerned, employabili ty may not be a multi-faceted 
construct. Chapter 6 includes a di scussion on the factor composition of the employabili ty 
scale, and its relationship to SUbj ective career success in this study. 
145 
The following is a brief consideration of some factors related to the sca le design, 
followed by a consideration of the scale items and a rationale for their use. Clearly 
statting from scratch with scale design catTies certain risks. One problem with the scale 
design employed is that, as Oppenheirn (1992:180) suggested: 'One should try to avoid a 
stilted, rational approach in writing attitude statements'. He suggested an attempt should 
be made to introduce a 'freslmess', which was difficult given the systematic way in which 
the scale was developed. Considerable time was spent hy ing to make the question 
wording as user-friendly as possible, while at the same time trying to avoid making the 
purpose of the questionnaire too obvious (Oppenheim 1992: L80). At the survey design 
stage it was believed that al l sixteen items (see below) were needed to cover the aspects 
of employability being surveyed and it was not known whether the items would load on 
a single factor, or two, or more. 
Based on the above four-dimensiona l conceptualisation, a scale was systematically 
developed to reflect progressively greater or lesser influences of the four 'domains of 
influence'. This is represented by the location of the sixteen small squares in the diagram 
in figure 3. The location of the small numbered square ill the overall diagram refl ects the 
influence on that item of the four 'domains of influence' on the outside edges of the 
diagram, and the numbering and ordering of the scale items matches the nll111bering of 
the sixteen small squares in appendix two. The scale, consistent with the other scales 
used in the survey, represents the individual's self-perception of their own standing in 
respect of each item, and is thus a subjecti ve scale, in the same way that subjective 
career success represents an individuals self evaluation of their achievement in 'objective 
success' measures. Thus: 
Item 1: 'I have good prospects in this organisation because my employer values my 
personal contribution' reflects totally the influence of the domain of personal attributes 
(ski ll s and job experience) in the internal labour market, and not at all occupational 
factors (eg. working in Personnel) or the state of the external labour market (generally, 
or how it values personnel managers) 
Item 2: 'Even if there was downsizing in this organisation I am confident I wou ld be 
retained' reflects a little more emphasis on the internal labour market than personal 
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attributes, but does not refer to the external labour market at all. It is more to do with 
individual self perceived job resilience or career resilience within their present 
organi sation. 
Item 3: ' My personal networks in this organisation help me in my career' relate almost 
totally to personal attributes and a fac ili ty fo r internal networking. 
Item 4: ' 1 am aware of the opportunities arising in this organisation even if they are 
di fferent to what I do now' refl ects an indi vidual's abili ty to undeJ1ake internal job 
seeking and being aware of iJlternal opportunities, without a strong emphasis on the 
same occupation or the external labour market 
Item: 5: 'The skill s I have gained in my present job aJ·e transferable to other occupations 
outside this organisation' relates to personal attributes and transferab le ski lls but now 
acknowledging the presence of the external labour market. However we would have 
expected professionals to be unlikely to strongly agree with thi s item if they see 
themselves as strongly COlml1itted to personnel or Human Resources as a caJ·eer (an 
elToneous assumption - this item actually had the highest overall mean score for the sub-
scale). On the other hand, HR professionals are probably more likely to actually 
understand what transferable skills are thaJl many other occupational groups. 
Item 6: '[ could easily retrain to make myself more employable elsewhere' relates a little 
less to individual factors but draws in retrainin g and the opPOltlmities afforded by the 
external labour market. This has a lesser relati onship with the internal labour market, and 
also with the occupational factors. Again we might have expected professionals to be 
reluctant to 'strongly agree' with tlus item if their professional commitrllent is high, but 
they would strongly agree if they beli eved they had str·ong resilience in the external 
labour market. 
Item 7: '1 can use my professional networks aJld business contacts to develop my career' 
is strongly located in the domains of personal attributes and the external labo ur market. 
One might reasonably expect professionals to have strong extemal networks if for 
example they have a strong attachment to the local branch orgruli sation. 
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Item 8: 'I have a good knowledge ofopportlUlilies for me outside of this organisation 
even if they are quite different to what I do now' is simi lar to item 4 but note the slightly 
sh·onger emphasis on the extemallabour market. 
ltem 9: 'Among the people who do the same job as me, I am well respected in this 
organisation' has a strong focus on tbe intemallabour market, with the individual and the 
occupation as second-order influences. To what extent is the individual respected 
internally in their professional peer group? In practice some respondents found this item 
difficult adding margin notes to the effect that, for example '- there is only me!'. 
Item 10; 'People who do the same job as me who work in th.is organisation are valued 
highly' appears to be similar to item 9 but is slightly different. It places the strongest 
emphasis on the occupational factors and the intemallabour market, with only a slight 
link to the individual. 
Item I I: 'IfI needed to, I could easi ly get another job like mine in a simi lar organisation' 
is most strongly influenced by the occupation, and to a lesser extent by the organisation 
and the individual/or the extemallabour market respectively. It relates to the individual's 
ability to change organisation to a simi lar job (analogous say to the author beillg a Senior 
Lectllrer in HRM but at another 'new university') should a forced-choice (eg. 
redundancy) be made. 
Item 12: 'People who do ajob like mine in organisations simi lar to the one I presently 
work in are really in demand by other organisations' is most strongly influenced by the 
occupational factors, second by the simi larity of the organisation, third by the external 
labour market, and least of all by the similarity (say of the person specification for an 
externally advertised job) to the individual's atttibutes. 
Item 13: '1 could easi ly get a simi lar job to mine in almost any organisation' is most 
sh·ongly influenced by occupational factors and the external labour market, and least by 
organisational factors (hence 'almost any organisation'), and individual factors. Clearly 
there needs to be some individual influence otherwise the scale would have no reference 
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back to the person completing it. This was to prove to be the item with the lowest mean 
score overall, which perhaps should be expected as the statement 'almost any 
organisation' is quite a sweeping generalisation (would a health service HR professional 
fee l confident going into the manufacturing sector for example - or vice versa) and this 
item could perhaps be revised should further development of the scale take place. 
Item 14; 'Anyone with my levels of ski ll and knowledge, and simi lar job and 
organisational experience will be highly sought after by employers' reflects a strong 
orientation towards the external labour market but with the focus strongly on the 
demand for one's professional services (eg. as an HR specialist in perfonnance 
management in the retail sector) and hard ly at all one's individual attributes (MEA, 
FCIPD, job level, experience etc.). 
Item IS; '[ could get any job, anywhere, so long as my skills and experience were 
reasonab ly relevant' represents absolu te self-confidence of the iJldividual in their abili ty 
to function effectively in the external labour market on their own merits and to deal with 
selection processes in the 'out-there' world . 
Item 16: Finally: 'people with my kind of job related experience are very highly valued 
in their organisation and outside whatever sort of organisation they have previous ly 
worked in', represents a self confident approach to the external labour market, influenced 
strongly by one's professional background, but irrespective of what sort of organisational 
experience one has acquired or one's individual attributes. It has a stronger Job' foc us 
than item 15. How well is the Human Resources professional group regarded overall in 
the external employment marketplace? Does it suffer from over-or-under supply? Does 
the status of the professional group tend to over-ride factors associated wi th the kind of 
organisation one might previously have worked in? 
The development of an employability scale was more successful than was anticipated, 
and is a significant outcome of the research project overall. Because of this a separate 
chapter (six) has been devoted to a discussion of the results from this scale. Tlus 
incorporates: the contribution of the present study to our understanding of employability 
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as a research concept, a discussion of the components of employability, and a suggested 
agenda for fllrther research using or based on this instmment. 
4.5.7 Subjective Career Success 
Subjective Career Success was an area that had been neglected previously in the study of 
profess ional and managerial careers. Most studies seem to focus on objecti ve success 
(eg. pay, income growth, hierarchical position: the observable and quantifi able aspects of 
success) rather than sUbjective success (eg. one's attitude to any of the above and 
in dividuals own beliefs about success and failure in relation to their personal goals and 
timetable). No one scale was found to adequately cover both subjective and objecti ve 
dimensions in a manner relevant to the professional sample, so measures were adapted 
from two main sources. 
First, a study by Nabi (1999:21 5) that claimed to be of subj ecti ve success but which 
sometimes appeared quite objecti ve in focus, supplied: 
• I am in a position to do mostly work which 1 really like 
• My job titl e is indicative of my progress and my responsibility in the organisation 
• I am pleased with the promotions 1 have received so far. 
Second, Greenhaus, Parasuraman and Wonnley (\ 990:86) used a five item scale, as fo llows: 
• I am satisfi ed with the success I have achieved in my career 
• I am satisfi ed with the progress I have made towards meeting my overall career goals 
• I am sati sfi ed with the progress I have made toward meeting my goa ls for income 
• r am sati sfi ed with the progress 1 have made toward meeting my goals for 
advancement 
• J al11 satis fi ed wi th the progress I have made toward meeting my goals fo r the 
development of new skills 
Although the m<ljori ty of these items may appear to relate to objective career success in 
the sense of material rewards and promotions what they actually refer to is the 
individual's attitude towards these objective measures. Thus the scale relates to, for 
example, their self-evaluation of their progress towards income goals rather than any 
absolute measure. Greenhaus Parasuraman and Wonnley reported an acceptable level of 
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internal consistency for this fi ve item scale (Alpha = 0.88), In the present study the a lpha 
coeffi cient for the extended eight item scale was also 0.88. The scale appeared to be 
relevant to the aspirations and values of a professional sample and their 'subjective 
timetable' - how they expect their career success to map out over the course of their li fe. 
4.5.8 Engagement with CPD 
The fi nal section of the questiOlmaire related to the individual's actual engagement with 
Continuing Professional Development or CPDE. This was not an affective scale as 
the above items are, it was simply intended to be a descriptive measure of what CPD 
individuals claim to engage in and to what extent. The questions were designed to be 
past-focused thus refl ecting the CPD practices that the respo ndents had a lready engaged 
in , thus addressing the weakness in 'intent to' variables expressed by Dalton et al. 
(1999: 1338) in that intention (future) may not be matched be reali ty of practi ce (past). 
Some related studies had measured CPD engagement in terms of 'hours' (eg. Sadler-
Smith and Badger 1998), but in the present study a focus on the range of strategies 
employed (as in ego Kenllie and Enemark 1999: 155) was fe lt to be more appropriate. 
Thus, items 62-94 are intended to illustrate the level of engagement that individuals have 
had with a range of CPD strategies. These questions were added at a mid-point of the 
fi eld research, and were only completed by the Nottinghanl respondents (n= I 19). 
For scoring, a fi ve-point scale was devised (l = never, 2 = rarely, 3 = occasionally, 4 = 
quite often,S = frequently), as thi s was beli eved to be consistent with the general 
presentation of the questiOlmaire as a whole. The items were SPSS coded 1-5 as above 
with missing items coded as 9. Analysis was at two levels. First, by ranking the 
ari thmetic mean score from each item (CPD I - CPD33), an overall measure of the 
popUlarity of each item with this population could be ascertained. The results of this 
analysis are listed in chapter 7. Second, at an illdividuallevel the total score could be 
calculated for each respondent and used as a measure of their personal and individual 
engagement with CPD, and became a new vari able, Total CPD Engagement, TCPDE. 
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In designing thi s list of items the intention was to go for as comprehensive a listing as 
possible, and to cover as w ide a range of ePD strategies as possible. The list also aimed 
to address the issue of di fferent kinds of knowledge one might reasonably expect 
professionals to possess or wish to develop . It is important to emphasise that this was not 
a scale designed to have good psychometric properties, simply a list of updating 
strategies. The item listing was infonned by a very comprehensive literature search on 
the subject of professionals' ePD, which in itself was found to be mostly descriptive 
rather than empirical, critica l or evaluative. The following section describes the 
construction of the listing and the sources of questions. Question items are li sted in the 
questionnai re, presented in Appendix 3. 
At the head of pages five and six of the questionnaire the following statement appeared: 
'The following questions wi ll help you to identify what activi ti es you have engaged in, 
in relation to your CPD in the last twelve months. (ori ginal underline) 
The word ing was intended to emphasise the 'here and now' aspects of these CPD 
strategies, thus avoiding the drawbacks of recall -dependant questions relating to 
activiti es undertaken some time ago that may be 'hazy in their memory' (Sekaran 
2000:238). The items listed can primarily be differentiated by process (the learning 
process employed) and content (the content of the knowledge gained). The tirst group of 
items (62-65 inclusive), were developed by the author and relate to content. The 
intention behind these was to attempt to address different types of knowledge including 
organi sationall y 'owned' specific work procedures such as an internal recruitment 
procedure (62), generic professional knowledge applicable to any organisation such as 
employment law (63), transferable skills relevant to the (HRM) job role but transferable 
to other professions or organisations such as interviewing skills (64), and self 
development of an academic nature that develops the individual's intellectual capacity or 
self esteem but is unrelated to job or profession - such as undertaking an Open 
University degree in English Literature (65). These categories are reasonably consistent 
with the views of Van der Heijden (2002:45), who suggested that: 
'A multi-dimensional operationalisation of the concept of professional expertise should 
compri se the different types of knowledge that are inherent to a certain professiona l 
field.' 
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Van der Heijden identified three categories which are firstly related to the content of 
professional knowledge, secondly the understanding of that knowledge, and thirdly the 
skills needed to undertake one's professional tasks. Van der Heijden identified two 
further dimensions of professional experti se which were social recognition (covered in 
thi s study under employabili ty) and intellectual growth (here, under CPDV and CPDE) 
and fl ex ibility (covered to some extent in this study's scale of employability). 
The next categOlY (66-68) was also developed by the author, and relates to the process of 
learning employing a range of 'e-Iearning' strategies. These were infonned by the 
author's personal experience of developing e-Iearn ing materi als. Item 66 could 
potentially have been disaggregated into the four types of knowledge covered in items 
62-65, and thi s may be an item fo r further development. Item 67 (email) refl ects a 
relati vely in fo rnlallearning process, certainly less structured even than an online 
di scussion forum (item 68). 
The nex t group of items (72-78) were infomled by a range of sources in the CPD 
literature, including Wood all (2000), the CIPD's consultative document on continuing 
professional development (CIPD:2002a), and Kelmie and Enemark (1 998). Items 72-78 
inclusive were ordered as if on a continuunl from employer focused internal training 
courses (72) to self-focused secondments and transfers (78), al though their scorin g was 
not linked in any way. Responses to the fi rst items in this group were expected to refl ect 
concerns iden ti fied in the li terature about perceived employer 'ownership' of CPD 
(Sandelands 1998:75). 
Items 79-84 inclusive were most strongly influenced by the CIPD consultative document 
on CPD, but did not make reference to the CIPD's specific requirement of 35 hours of 
CPD per year, as the intention was to develop the listing fo r application to other 
professional groups. Generally these strategies relate to less fo nnal methods of learning, 
from infonnal teamwork to the learning acquired through the activity of keeping a 
portfo Lio. 
Items 85-90 were derived from Kennie and Enemark ( 1998) and include what one 
might expect as more traditional approaches to professional updating such as reading 
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journals (85, 87), as well as some approaches not previously covered (86,89). Item 90 is 
the final substantive item to be li sted and relates to activities which may develop the 
individual in areas relevant to work yet are totally unrelated to work. An exanlple could 
be the author's involvement in sail training for young people, that develops valuable 
e lements of team building and trust for the fac ilitators as well as the participants. 
Items 91 and 92 are 'process' questions that aim to di fferentiate between those plaJU1ed 
and unplaJU1ed methods of learning which may be included elsewhere in the listing. 
Items 93 and 94 afford respondents the space for any comments of their own they may 
wish to add . Item 95 was derived from Kennie and Enemark (1 998) w hich looks ahead 
to individual's self perceived development needs (content). In fact, items 93 (especially) 
and 94 produced very comprehensive listings which are di scussed in chapter six, and 
wllich are included as appendices 4 and 5 respectively. 
4.5.9. Confidentiality and Anonymity 
Tllis secti on applies to both the qualitative preliminary research and the quantitative 
main survey. According to l ankowicz (2000:290 et seq.) there are both pragmatic and 
ethical reasons for assuring individuals of the conn denti ali ty of their responses. This is 
importaJlt in the context of thi s project as individuals may understaJldably feel a li ttle 
sensitive about issues relating to their career success or employability (some very much 
so , where one or two unemployed respondents made very detailed margin notes which 
aJ·e referred to in chapter 7) and some survey respondents who declined to reveal their 
age even though the questionnaire was anonymous. Anonymi ty CM be maintained by 
simply identifying respondents by a pseUdonym (here, as in the qualitative data) or an 
SPSS ID number (as one could in the qUaJltitati ve data). On coniidenti ali ty, the 
researcher was required to give a written lmdertaking to the CIPD that the mailing list 
obtained would only be used for the purposes of this research proj ect. Finally, a small 
number of respondents emailed the researcher expressing an interest in a sununary of the 
reseaJ·ch. 
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4.5.10 A Brief note on scaling 
The scales described above are, as Oppenheim (1992: 187) suggested, 'relatively overt 
measuring instruments designed to be used in surveys -'. The scales aimed to follow the 
principles outlined by Oppenheim in terms of unidimensionality (measuring one thing at 
a time), reliability, validity, and 'equal-appearing intervals' (Oppenheim 1992:188). 
Oppenheim suggested (page 195) that Likert's concern was for llllidimensionality - that 
al l the items on the scale should measure the same thing - and accordingly Likert sca les 
were chosen for this survey. A five point scale was used to keep presentation and scoring 
as simple as possible. However one mllst accept the limitation, as Oppenheim 
(1992:200) suggested that neutral (middle) scores may be due to 'lukewarm response, 
lack of knowledge or attitude - " or of both positive and negative feelings. 
4.6 Survey Implementation 
As far as was possible, an attempt was made to positively encourage the target audience 
to respond to the questiOlmaire. Following recommendations from lankowicz 
(2000:287), a coveling letter was included in each mailing, from the Derbyshire and 
Nottinghamshire branch chair, using the ClPD letterhead. This confirmed to the sample 
tllat their response was valued, that the research had the support of the Institute (which 
.fankowicz called 'establishing status and legitimacy' and Oppenheirn 1992:104 called 
'sponsorship'), and also aimed to 'reduce costs to the respondent' (Jallkowicz 2000:289) 
by giving an indication of the time the questionnaire would take to complete and 
enclosing a reply paid envelope. 
4.6.1 Pilot Testing 
Oppenheim (1996:48) emphasised the importance of pilot testing 'almost everything' to 
be used in the research. The exploratory, qualitative interview script had been piloted 
with two Human Resources professionals known to the researcher and no significant 
concerns emerged at that stage. Initial concerns regarding the survey were addressed by 
pilot-testing of the survey questionnaire with a convenient, captive ( !) and co-operative 
audience of student ClPD members at three UK universities. Pall ant (2001 :4) suggested 
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that the pilot testing should be done with the same sort of people as those to whom the 
main swvey would be administered, and the student gro ups in being from the same 
occupational background were beli eved to fulfil this criterion, as well as being very 
accessible with a guaranteed response rate. This part of the ClPD pilot was conducted 
with the researcher present, where respondents were asked to identify any errors (eg. 
typographical) in the questionnaire, questions that did not make sense, or questions that 
were di fficult to answer for some reason, and thus to reduce the risk of bias in the 
responses (Sekaran 2000:248). Following tllis process some revisions were made, 
principally to address typograpllical errors or aspects of presentation that were 
confusing. All items were renumbered to minor exactly the nwnbering in the SPSS 
codebook, and where some scales had been randomised their order was restored, both 
these actions to facilitate data ently. What the pilot did not pick up were the potentially 
ali enating nature of some of the questions to self-employed HR practitioners. Also, item 
II (employment status) did not provide for reti red members other than under 'other' and 
the questi on11aire itself was based on the premise that members were employed - not all 
were, and those who were not sometimes wrote rather pointed comments on their 
responses! Those members who were self employed consultants generally felt that the 
questiolmaire was not appropriate to them as it made an assLUnption of employment in 
organisations. Moreover they felt the ClPD didn't recognise or meet their needs - an 
unexpected outcome of the research that will be di scussed in more depth in chapter 7. 
This has subsequently been refl ected in a national level debate in the institute. 
4.6.2 Survey Administration 
The author's membersllip of the ClPD in the area was used to facilitate contact, and the 
local branch chair was very supporti ve. Having negotiated access to the FClPD's and 
MCIPD's in the Derbyshire and Nottinghamshire branch area, the survey was distributed 
by post, direct to the preferred mailing address (normally home) held on the ClPD 
database. Tllis used the postal system of the author's employing university, who 
supported thi s task fmancially and clerically, and who also supplied the reply paid 
envelopes. The last return questionnaire was received three months after the 
questionnaires were first di stributed. Ni11e hundred and seventy three questiom1aires 
were mailed, two hundred and thirty four replies were received, giving an overall 
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response rate of 24,05%, which was considered acceptable given the respectahle sample 
size, and just about acceptable for statistica l analysis given the power considerations 
described in secti on 4,5,4 above, 
4.6.3 Data Entry, Screening and Cleaning the Data 
Fo llowing the creation of the SPSS codebook, data entry was undertaken lIsing SPSS 
version 10, Data were 'screened and cleaned' using procedures outlined in Pall ant 
(200 I :42), First, categorical variables were checked for out-of range va lues and that the 
minima and maxima made sense, On continuous variables minima and maxima were 
also checked, and that the means were approximately what one might expect given 
previous reported research, Throughout, missing values were coded as '9', with the 
exception of the job title category (i tem 9, where code '9' actually refell'ed to the title 
'lecturer'), Where errors were detected (typically entering eg, '22' instead of '2') these 
were corrected, In addition to the above approximately one in four questionnaires were 
randomly re-checked at the data inpu t stage to ensure that this had been undertaken 
accurately, More than half of the questiolmaires contained missing data, as only the 
respondents 
Table 7: Response rates by postcode 
Postcode sample size (n) response (n) 
area (FCIPD+MCIPD) 
Derby 421 
Nottingham 552 
overall 973 
115 
11 9 
234 
response (%) 
27.32% 
21,56% 
24,05% 
with Nottingham postcodes had been asked the questions regarding what CPD they 
actually undertook (items 62-93: CPDE), This was not considered a significant 
drawback although it is believed that the added length of the questiOlmaire for the NG 
postcodes had adversely affected the response rate, as illustrated in the table above, In 
the remainder of the questionnaire items (2-6 1) miss ing data were not a problem against 
any palti cular variable and all responses were used in data analysis, It was evident at the 
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data entry stage that a small number of respondents, notably the retired members, had 
omitted signi fican t portions of their questionnaires however. 
A number of studies have investigated some aspects of the CPD ofCIPD members, 
although none have included the range of variables that has been attempted here, and 
there have been slight differences in the definition ofthe samples. l ones and Fear 
(1994:52) repOIt ed a response rate of21 %, Sadler-Smith and Badger (1998:68) reported 
a response rate of25%, Sadler-Smith et al (2000) a response rate of 23%, and the Harris 
Research Corporate Member's Survey (2000b: I ) reported a 33% response rate. Sekaran 
(2000:234), suggested with low response rates 'it is difficult to establish the 
representativeness of the sample', leading to possible response bias . Suggested remedies 
include sending a follow-up letter, monetary incentives, or including a stamped 
envelope. The fi rst of these was not considered as it was beli eved the sample had 
sufficient power, the second disco\U1ted fo r practical reasons, and the third was provided. 
4.7 DATA ANALYSIS-
4.7.1 Prelimina,'Y Analyses 
Data were analysed using SPSS (version 10). Preliminary analyses were undertaken to 
asceltain the suitability of the data for analysis including skewness and kurtosis. All the 
continuous vari ables demonstrated a negative skew, and either peaked or fairly peaked 
distributions with some variation by gender and membership level. The distributions are 
described further in chapter six. Only subj ective career success (SCS) and perceived 
empoyabili ty (EMP) showed reasonably normal distributions. However as Tabachnick 
and Fidell suggested (1996:73), with a reasonably large sample: 'skewness will not make 
a substantive difference in the analysis'. 
As the preliminary data analysis was undertaken, essentially working through basic 
descripti ve statisti cs to get a 'feel' for the data \U1der consideration, a number of 
interesting aspects emerged which compared with some ofthe literature reviewed, 
notably the (essentially descriptive) CIPD reports produces by Harris research (Harri s 
1999, 2000a, 2000b, 2000c). Data were also analysed by gender and professional leveJ. 
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Although these factors were not incorporated in the hypothesised relationships between 
the study variables, at a descriptive level some variations were observed although these 
were not often statistically significant. rn addition the CPDE (CPD engagement) items 
were primarily intended for descriptive reporting but nonetheless produced some 
interesting compari sons with the available literature. Descriptive stati stics are therefore 
di scussed in more detail in chapter 7. 
4.7,2 Statisticall'elationships between variables 
In the hypothesised relationships a scatterplot was produced to obtain a visual suggestion 
of a possible correlation. These results are reported and di scussed in more detail in 
chapter seven. Other aspects of the research could not be expressed as a tightly 
specified hypothesis, principally due to the exploratory nature of the research ari sing 
either fi'o m the fact that there was very little background theOIY to inform 
methodological design (eg. employability), or the unceltain nature ofthe relati onsllips 
(eg. career success and CPD, and employabili ty and CPD). These aspects were 
expressed as more 'open' research questions, listed at the start of this chapter, and 
principally discussed in chapter 8. 
While it has been emphasised above (section 4.5: 'methodologica l considerati ons') that 
thi s study aimed to test correlation rather than causality, as a cautionary approach partial 
correlation was attempted for all the hypothesised relationsllips, systematically 
conh'olling for all the continuous vari ables employed in this study, as Pallant (2001 :112) 
suggested. Parti al correlations were also checked for the external and internal 
employability sub-scales, and for age, gender, qualification level (graduate or non-
graduate), professional membership level (Fellow, Member), and job level in the 
employing organisation. Although the related shldies on CPD did not appear to use 
control vari ables at all, one previous study in the fi eld (Sadler-Smith and Badger 1998) 
had revealed interaction effects between gender and job level in respect on CPD 
plmming and recording; and also between year's membership and CPD recording. In tlle 
present study the focus was on attitudes to CPD rather thml the record-keeping but 
nonetheless these interaction effects were explored further and the results appear in 
chapter eight. 
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4.7.3 Multiple Hierarchical Regression 
Recurring themes in the literature suggested that what might be presented here could be a 
complex set of relationships rather than simple correlations between variables. Multiple 
hierarchical regression was therefore utilised to consider how well a set of the variables could 
predict a particular outcome, and also what was the relative contribution of each of the variables 
to predicting our main variables of interest, in thi s case CPD (both the value of CPD, and CPD 
engagement), and employability. The models are represented by research questions RQJO and 
RQ3 I at the start of this chapter. Pallant (200 I: 134) emphasises the importance of having a 
sound theoretical rationale for using mUltiple hierarchical regression, expressed (page 134) as: 
'Don't use multiple regression as a fishing expedition'. It should also be emphasised that, as 
Tabachnik and Fidell suggest (1989: 126): 'Regression analyses reveal relationships among 
variables but do not imply that the relationShips are causa l'. 
Here, the theoretical direction came from those aspects of the literature that integrated themes 
[.-om a number of different areas, suggesting connections that should be explored further. For 
example, the importance of learning at work as sustaining employability (Garavan 1999, Rajan 
2000), learning and 'professional expertise' (Van der Heijden 2002), learning and career success 
(Nabi 1998). Prior to multiple hierarchical regression being carried out, data were screened for 
violations of assumptions of multicollinearity, singularity and normality, noting that (pallant 
200 I: 136): 'Mutliple regression ..... makes a number of assumptions about the data, and it is not all 
that forgiving if they are violated'. 
The results of the research questions addressed through multiple hierarchical regression are 
presented in chapter 8. 
4.8 METHODOLOGY: CONCLUSIONS 
This chapter has discussed the methodological issues relating to the present study, described the 
development of the exploratory research, the main survey, and provided a rationale for their 
design. Substantial efforts to address potential weaknesses orthe survey design have also been 
discussed, and these have been addressed so far as possible within the survey design. The next 
chapters discuss the results of the field study, with first a consideration of the exp loratory 
qualitative fieldwork followed by a more detailed analysis of the survey data in the subseq uent 
chapters. 
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CHAPTERS: EXPLORATORY STUDY RESULTS 
This chapter considers the results to the exploratory qualitative research, as a 
foundation fo r the more substanti al analysis of the survey data in chapters six and 
eight, and in relation to the broad aims and specific research questions identifi ed 
below. The broad aims behind the use of qualitative research in the fo ml of semi-
structured interviews were to: 
• refine the theoretica l issues identified up to that point in the literature review 
• generate themes fo r further exploration 
• focus the research project overall 
• find out what the issues were to be explored later in a quantitative survey 
The specifiC research questions addressed by the exploratory research were identified at 
the strut of the methodology chapter. First, relating to professions and profess ional 
organisations: 
RQJ: What are professionals' attitudes to commitment as potentially extending beyond 
the organisation? 
RQ2: How the professionals perceive their relative relationship to other groups and 
bodies? 
RQ3: How committed are professionals to their professional organisation? 
Second, relating to CPD and professionalleaming: 
RQ4: Whose needs, if anyone's, do individuals perceive as being served by CPD? 
RQ5: Do the sample perceive the need to engage in CPD, and what are their future 
priorities? 
Third, relating to employability and careers 
RQ6: How are professionals in organisations making sense of changing work patterns 
and careers? 
RQ7: What do the sample understand by the term 'employability' 
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The literature review relating to the changing nature of work and careers had suggested 
that a focus on organisationall y located conunitment and career strategies may have been 
too limiting in the context of tile twenty-first century professional. It was beli eved by 
seeking the views first hand of individuals in professional roles on a range of issues that 
the di rection of research could be clarified. The rationale for the introduction of 
qualitative research at this stage was therefore to aim for a 'funnel ing' approach, or more 
accurately 'focusing'. The researcher had identified that the focus was not 
organisationally located commitment, but was seeking some other anchor for the 
research and it was hoped that the qualitative research wou ld reveal this. As 
Harmnersley and Atkinson (1983: 175) pointed out: 
, - it is frequently only over the course of tile research that one discovers what the 
research is really 'about', and it is not uncommon for it to tum out to be something quite 
remote from the initially foreshadowed problems.' 
At the time the qualitative data were collected, no fina l decision had been made about 
which professional group(s) to focus on. A convenient sample was drawn from the 
researcher's personal and work-related contacts, this being believed to be appropriate to 
this exploratory stage of the research (Sekaran 2000:297). A strategy of drawing the 
(later) survey sample from a similarly wide range of professional organisations was 
b"ielly considered but tllis would have compromised homogeneity. This problem wou ld 
have been compounded by variable response rates between the sub-groups. However, at 
the exp loratory stage the aim was to elicit the attitudes, values and perceptions of a range 
of individuals who cou ld be categorised as 'professional', and it was believed that the 
sample selected would achieve tllis aim. 
This phase of the research therefore involved structured interviews with twenty 
professionals drawn from a range of professional associations meeting the cl1teria 
identified in the li terature review. The rationale behind the design of the interviews and 
methodological considerations are discussed in the previous chapter. The interviews 
sought to understand the nature and causes of: work commitment for the professional 
workers sllrveyed, and bow tllis related to their professional comnlitment, tlleir self 
perceptions as professionals, especially for those in newly professionalised occupations, 
the types of professional learning and CPD they engaged in and why, and finally their 
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understanding of the construct 'employabi lity'. Interviews took place in a variety of 
locations, mostly the respondent's place of work, but some in the researcher's office, with 
significant efforts made to ensure privacy. The interviews were recorded with the 
respondent's permission, then later transcribed , which, as Si lvennan (2000: 150) 
suggested, invo lved: 
, - close, repeated listenings to recordings which reveal previously unnoted recurring 
features oEthe organisation offalk' . 
Data were coded by thematic headings (Si lvellnan 2000: 147), noting the limitation that 
he identified that tlus can ensnare the researcher in a 'powerful conceptual grid from 
which it is difficult to escape'. Si lvemlan also pointed to the danger (page 150) of 
premature theory construction and over-emphas is on 'general, non detailed 
characterisations'. 
5.2 Exploratory Results: Analysis 
The fo llowing section identifies the themes that emerged from the data and includes 
some selected quotes. These broadly illustrate the thematic nature of the resu lts, but also 
include some more individual responses where these proved to be particularly 
stimulating for new ideas. Concluding comments and implications of the research appear 
at the end oflhe chapter. 
Associations whose members were surveyed included the Association of Univers ity 
Admilustrators, the CIPD, the Chartered Institute of Management Accountants, the 
Chmtered Institute of Purchasing and Supply, the Institute of Cm'eers Guidance, the 
Institute of Housing, the Institute of Leaming and Teaching, mld the Chartered Institute 
of Marketing. The respondents were employed in a range of organisations, witll an 
unintended skew towards the not-for profit and public sectors. Gender was not identified 
as a key feature of the research initially, with 12 respondents being women, and 8 men. 
The only respect in wllich gender issues emerged in the data was that individuals Witllout 
domestic responsibilities were perceived by a minority of respondents as having more 
time to engage in CPD and 'professional' activities. This could be infened (it was not 
explicitly stated) to apply more to women thml men. Each interview lasted between 30 
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and 60 minutes, and followed a broadly standard script (see appendix tlu·ee), with some 
prompting by the interviewer where respondents wandered off the point or lost the focus 
of the question. Pseudonyms have been used to preserve confidentiali ty. 
More than half of the respondents were graduates, female, and in the 28-40 age range. 
Six of the respondents held Master's degrees and one had a PhD., albeit in a subject 
unrelated to her present role. Whi le none of the respondents were working towards 
professional qualifications at thi s stage (other than maintaining CPD portfo lios) one was 
working towards an M.Phi!. and one an Ed.D. Qualification based updating was not a 
priority for thi s sample as many were well qualified already. On commitment to work 
organi sation or profession, most respondents reported a stronger commitment to their 
profession than their organisation, while j ust one believed that the 'core values' of the 
organisation were paramount ('i f you can't subscribe to these, well - '). Most reported a 
balance, for example: 
'It's impoltant to be committed to both, because to work in an organisation and be 
comfOltab le in it ['ve got to feel a sense of commitment to it - but then personally I need 
to derive some satisfaction from feeling I'm part of a recognised profession. They are of 
equal impoltance.' lude:Uni versityAdm inistrator 
Organisational attachments were still strong for some individuals however, though not 
necessari Iy as a matter 0 f preference: 
, - technically my wo rk has to take precedence and that is how my superiors see it.' 
Judy: CIPD Member 
Similat·ly, right at the end of the interview, one respondent refl ected back on an earli er 
part of the discussion: 
, You are back to those first questions what is the most important to you the profession or 
the job and at the end of the day the profession doesn't have a lot of day to day influence. 
It is the employer who gives - the day to day job and security.' 
Gill: CIPD Member 
Others refl ected perhaps what they saw as the employer's commitment towards them: 
'It's shOlt tem1 long tem1. I think in the long term you have to be conunitted to your 
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professional organisation, in the short term your commitment has to lie towards your 
employer.' Harry: ClMA Member 
Some were more negative however: 
, I think J tend more towards the profession because I don't think organisations have a 
conU11itment to staff any more - their role is get what they can out of you for the 
minimum amount - '. Susan: Careers Advisor 
Whi le all the respondents were full time employees a small number alluded to other 
employment, typically consulting work or lecturing: 'Do you mean my fee earning 
responsibilities or the day job?' 
Harry: ClMA Member 
Many of the respondents commented on the changing nature of work and their work 
organi sations, even to down to the detail oE how change wou ld manifest itself: 
'tt wi ll probably be unrecognisable from the organisation it is today -1 think for a long 
time we' ll all continue to be very happy, but J think at some stage it will be - a sudden 
quantum leap - then, probably due to financial pressures, it will all change 
fundamentall y.' Alan: CrMA member 
Respondents were very clear about what it meant to be a professional even if their own 
profess ional group was not, in their view, ve.ry highly regarded. This was a recurring 
theme in the responses from the organisationally- located managerial professions, with 
the general exception of accountants. Many respondents referred to 'being bound by a 
common code of ethical standards', or referred to client or colleague expectations of 
integrity and behaviour. However the standards and regulatory aspects could at once be 
seen as problematic. In the case of ClMA, fo r exanlple, this was referred to by one 
respondent as both the professional organisation and the trade association, meaning in 
that latter sense the regulatory authority: a dual role that could be seen as contradictory. 
A variety of responses were received on how different professions were perceived but it 
was interesting to note how many respondents drew comparisons with specific 
professions such as accountancy, medicine and law. One even referred to international 
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differences in perceptions: 
'When I go on holiday and people ask me what I do, cor blimey, red carpet treatment, go 
to Cyprus it's simply amazing' 
Edward: University Lecturer 
Another cited an unusual source ofreference: 
'If you take the more traditional professions I think that people tend to view them as a 
high knowledge group of people and that knowledge has tended to create status as well. 
But if you look at that book, you know, 'Hitchhiker's guide to the galaxy', you have this 
group of people trying to save the earth and they are hairdressers and personnel 
managers, all the dross of the world -' 
Jill, CIPD Member 
This perception of the varying external 'worth' of different professions was to influence 
the development of the employability matTix (see appendix I), specifically items such as: 
'the external labour market's perception of my professional group' . Some members of 
newer professional groups such as University Administrators were actua lly quite 
defensive, and keen to emphasise the aspects of their organisation that one might align 
with professional attributes, such as the development of a CPD scheme, the development 
of a qualifications strllcture, and the annual conference. Members of what were referred 
to as 'more established professions' (again, sllch as accountancy) referred to the 
professional exanlinations and practical training as a 'rite of passage', and that because 
these 'spurs are hard to earn', thi s added to one's professional credibility. 
Some individuals were more cynical about the emergence of 'new' professions and their 
acquisition of the trappings of professionalism. Tllis even extended to the way in wllich 
individuals used language in workplace interactions to impose barriers: 
'It ('professional') is the most over-used word in the NHS. If you have a sentence that 
starts with - speakillg professiollally as a II/lrse - you know then that you've got a 
problem, because what you are going to get it is - we are a profession, you don't 
understand us, you are certainly not one of us, so how could you make any comment 
whatsoever on what we do. This exclusion zone that clinicians go into is where they use 
technical ternlS and clinical terms so that those not in the know, can't possibly be.' 
Tony: NHS Training Manager, CIPD 
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Even where individuals did not perceive their professional groups to have higb status, for 
example within the organisation, some believed that tbey as individuals could acquire 
what they perceived to be 'professional' credibility (item 15). However this was more 
because of their (and their perception of otbers) perception of their individual attIibutes, 
than of their professional label. 
'I only know that people who trust me, trust me, and that cou Id be because of me. I don't 
know if it's because of my position. I'm good at my job.' 
Bella: CIPD Member 
In respect of the perception of the status of their group within tbe work organisation, 
there was substantial consistency within the subgroups in the responses. Almost all 
CIPD members suggested that their function was poorly regarded internally, but some of 
the newer professions fared even worse: 
T here are patts of .... ..... who think we at'e totally jumped up nothings who are one step 
away fro m catering - they have never appreciated that we at'e a professional body, 
professionally qualified and trained - people think we are like dinner ladies, we come in, 
do our bit and go home again - we are very much the unfavo ured, unwashed atld 
unclean - .' 
Susan: University Careers Advisor 
Once again thi s was at1 area where inter-group compat'isons were frequently made with 
'older' professions as the benchmark: 
, - those people who are professionally qualified are regarded quite highly, within the 
council as a whole compared to say the city attorney's department our legal 
professionals, I think we are regarded as a new profession and not held in quite the same 
status, however in telms of strategic policies it is noticeable now that representatives 
from the depattrnent - are being invo lved with meetings with chief executives - '. 
Mary: CIPD member 
The strategic shift was a feature of many CIPD responses, and later to recur in tbe 
development needs suggested in the survey responses, reflecting the trend in the 1990's 
and onwards for Personnel to be seen to operate at strategic level. This was not universal 
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however: 
'The senior management team seem to regard the persol1Jlel function as secondary - '. 
Jude: CIPD Member 
As suggested above in respect of external perceptions of different groups, their internal 
perception was to inform the design of the employability matrix such as: 'how wel l my 
professional group is respected internally', later to inform questions in items in the 
survey instrument. 
I.n respect of professional organisations and networking, levels of engagement were very 
variable, with most individuals not attending branch meetings and not really involved 
other than reading the professional publications. Having said that, one individual was on 
the national executive of their body (AUA), another directly employed on a part time 
basis as a trainer (ClMA), and yet another on a national examinations committee 
(CIPD). All these individuals were very clear on the mission and va lues of their 
professional organisation. Citizenship behaviour in one's professional organisation came 
at a price however, and CIPD members especially pointed to the heavy demands that the 
institute could make on their time if one became involved: 
, - they expect you to sit on at least two or three active committees which is all extra time 
and a problem - it is interesting the types who become branch committee members, often 
they are past the bringing up yowlg children stage for example-' 
ran: CIPD Member 
Levels of professional networking varied significantly as a function of invo lvement at 
(local) branch level although the AUA members, who did not have a branch structure all 
referred to the national conference and their organisation's email commwucations. For 
others the main inhibitors related to time constraints or location of meetings, wlule 
others networked with 'preferred associates' when they needed assistance with a matter, 
against some unspecified fi.lture reciprocation, and cited the importance of trust in 
interpersonal relationslups. Respondents have tended to focus on general professional 
invo lvement rather than CPD invo lvement. 
Respondents generally provided less detailed answers to the question about what sorts of 
professional learning they engaged in, than has been hoped for. Motivations for 
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engaging in updating vari ed: from 'enabling me to get my job done more effectively' and 
'I worry about losing ski lls and losing touch' to, surprisingly, in the light of budgetary 
restrictions in local government organisations: 
'I am eligible to go on almost any course I may wish to go on so in my case the question 
is not so much about not doing any leaming, it is more about selecting appropriate 
courses to go on, because there really is a great deal of opporhll1ity to do that:' 
Mary: CIPD member 
Also from the CIPD, one respondent focused on a surpri sing topic when asked what was 
perceived as tbe priori ty topic for learning and development: 
'Strangely enough it is the understanding of CPD itself. I am horrified when I speak to 
employers - and they have no knowledge that standards have changed - it is becoming a 
lot more strategy orientated. I think as 'graduateness' comes tlu-ough things are changing 
but people are not keeping up to date out there - a lot of managers do not want to engage 
in CPD and they see it as an extra chore'. 
Iill: CIPD member 
Profess ions impacted on by legislative changes such as Human Resources especially 
focused on the need to keep up to date, including legislation from the European Union. 
Individuals in the public or not for profit sectors (local government, health service, 
universities) often spoke of the need to keep up with 'ini tiatives' and in some cases 
suggested that the training may be both a function of and a consequence of high levels of 
staff tumover. GeneraUy individuals from public sector organisations seemed rather 
overw helmed by the need to keep up with a huge amount of new information: 
'It is not so much what do we need to know as what don't we need to know because there 
is thi s kind of tidal wave coming at you.' 
Tony: CIPD Member 
Some individuals referred to preferred learning styles, although these tended to be those 
from occupational groups (eg. CIPD members, careers advisors) which one might expect 
to be fanliliar with such frameworks. One described with some passion the coni1ict 
between family interests and trying to keep up to date, in much the same way that 
another had related to conmlittee work: 
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, - it is a dreadful shame that we are all supposed to act like single people that have no 
other life outside, it's the single people who tend to get on so much better because they 
can commit so much more.' 
lulie: CIPD member 
On employability, the experience here echoed that of Raj an et al. (2000) where as many 
definitions were produced as there were respondents, the following being a focused 
example: 
'It is about an individual's attractiveness to an employer and how the individual's skills 
can best fit in with the employers clients and the organisation culture.' 
lan, AUA Member 
Others were more expansive, but alluded to di fferent meanings of employabi lity within 
what they themselves perceived as one definition: 
'Employab ility - is my employability elsewhere and the level of responsibili ty J take for 
that but I also believe there is a level of responsibility within the organisation to ensw-e I 
am employable elsewhere. I think it is dreadful when an organisation has somebody 
leaving and they say -why are they leaving - I think they should say we did something to 
help that person get that so it is a double edged thing in te1111S of responsibility for 
keeping up with knowledge and ski ll. My own employability is low - which I have got to 
take responsibility for and my organisation has got to take responsibility for.' 
June: CIPD Member 
This perception of employability as being both a phenomenon that cou ld be co llectively 
app lied to the workforce as a result ofHRM strategies, and at the same time an 
individual phenomenon that could secure benefits at an individual level, highlighted an 
important issue relating to employability as a construct. A good deal of the literature in 
managerial or practitioner publications, or policy repOIis, refers to the fonner (eg. 
Tamkin and Hillage 1999, Rajan et al. 2000, Bamch 2002). There is a small body of 
empirical research (Nielsen 1999, Van der Heijden 2002, and this research project) in 
relation to the latter. It is important to be clear as to what sort of employability one is 
dealing with. The qualitative data gathered were very influenti al in terms of shaping 
ideas and detemlining the (individual not employer-driven) direction of this research. 
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5.3 Conclusions: Exploratory Results 
The following section first sununarises responses to the research questi ons identified at 
the start of the chapter, structured by the same three headings, followed by some more 
genera l observations on the contJibution of thi s stage of the research. 
Recognising the cautionary comments expressed above about the sample size and the 
limitations of a convenience sample, some attributes of the sample were identifiable and 
showed a strong similarity to the attributes of the sample from the quantitati ve study. 
There were more female than male respondents and a higher proportion of graduates 
than expected, notably among the ' new professions' (eg. the AUA), with a number of 
the female Human Resources respondents qualified to MAlMBAlevel or higher. 
Because they were well qualified already, further qualifications were not seen as a 
pri ori ty. The fo llowin g sections address each if the identified research questions in turn. 
RQl: What are profeSSionals' attitudes to commitment as potentially extending beyond 
the organisation? 
Most respondents reported a stronger attachment to the profession than their work 
organi sati on although many cited the importance of being conunitted to both. Work 
organisati ons were perceived as being not very committed to individuals, and some 
individuals emphasised the need to take charge of their own destini es and to be 
responsible for heir own careers. Some emphasised the need for work-life balance 
(Kaschube et al. 1996), both in relation to their work, and to the demands of the 
profession. 
Professional networks beyond organi sations gave an identification with themes and 
conU110nali ties in the work done. This was notably the AUA members who participated 
in on-line di scussion groups, leading to the inclusion of this as a 'CPD engagement' item, 
later in the survey. Other respondents cited the high personal cost in terms of time and 
the clash with family conunitments as reasons fo r not getting invo lved in professional 
networks or the local branch structure. Many respondents were very much aware of the 
changing nature of work and careers, stating thi s as a matter of concern and an incentive 
172 
to keep up to date, and some anticipated very significant structural change in the future. 
This was not always perceived negati vely: the same state of flux was seen as an 
opportuni ty fo r newer professional groups to advance their interests in organisations 
(eg .. AUA) 
RQ2: How do professionals perceive their relalive relationship to other groups and 
bodies? 
Many respondents were velY frank about perceptions of relative status of di fferent 
professions, both inside and outside their work organisations. Members of newer 
professional bodies (eg. the AUA) were on one hand self confident and assertive in their 
organisations, while on the other hand feeling unrecognised and undervalued (eg. 
uni versity careers advisors). Many respondents made comparisons of relative staUls 
between their own professional organisation and some of the more traditional 
professions, typically medicine and the law, whose members were not represented in this 
study. This was to info rm later work on the employability scale in relation to perceptions 
of the re lative worth of different occupations, and the demand for their services. 
RQ3: How committed are professionals to their professional organisation? 
Although respondents reported a strong commitment to the profession, this was seen as 
distinct from the professional organi sation, as represented by local or national structures. 
Most respondents saw the professional organisation as being there to support ethics, 
va lues and standards; but most were cautious about being too involved with it citing the 
high personal cost in tenns oftime as the principal barrier. Two oflhe respondents were 
involved in the professional organisation at national level 
Some of the most substantial findings related to the second group of questions on CPD 
and professionalleaming, confirming thi s as the main 'anchor' for the ongoing research 
project. 
RQ4: Whose needs, if anyone's do professionals perceive as being served by continuing 
professional development (CPD) 
RQ5: Do the sample perceive the need to engage in CPD, and what are their future 
priorities? 
173 
Most respondents were positive about the need for CPD, identifYing it as a necessity 
rather than a luxury, but with a recognition of the difficulties of finding time for 
updating. In fact, while most were well intentioned about engagement with CPD, the 
only ones who were formally keeping records were those for whom it was a professional 
requirement or who were upgrading their membership, again consistent with the 
literature (Sadler Smith and Badger 1998, Hams 2000, Tyler 200 1). Respondents 
described a range of developmental processes but saw fOl111 al training as primarily 
serving the employers interests rather than their own - a link back to the ownership of 
CPD and in line with other studies (lones and Fear 1994, Blyth 2000). Barriers to CPD 
included both work and family pressures. Respondents were not interested in engaging 
in qualification-based updating as they ere well qualifi ed already, preferring reading (for 
example of professional magazines for CIPD members). AUA members described an 
email -based forum for exchanging views on matters of shared concern , although they 
did not have a local branch structure unlike other professional organisations .. 
RQ6: How are professionals in organisations making sense of changing work patterns 
and careers? 
RQ7: What are the implications of changing work patterns and careers for these 
professionals in organisations? 
While for many respondents a traditional, hierarchical career was very much an 
expectation, and they were 'willing to put in the hours and accept the consequences' 
(Guest et al 1996:34), many respondents spoke oftheir strong sense of identity, more 
particularly as members of a profession (Kessler and Undy 1996). Some respondents 
were extremely realistic about the scale and scope of changes likely to occur to both their 
organisations and their professions in the future, and a small number had already 
endured major, forced change. Respondents especially emphasised the need to keep up 
with a rapidly changing knowledge base, from a range of influences including 
teclmological change, legal changes, or especially in public sector organi sations the need 
to keep abreast of government initiatives. This also highlights the challenge for 
professional institutions of maintaining a codified body of knowledge in the face of rapid 
change (eg. the CIPD), although CPD in relation to this was not often mandatory and not 
often monitored (pARN 2002b). 
174 
RQ8: What do the sample understand by the term 'employability '. 
The qualitative study reinforced the findings of some ofthe literature (eg. Tamkin and 
Hillage 1998, Rajan 2000) in that a wide variety of definitions of employability were 
identified, broadly falling into two groups: those relating to individual perceptions of 
their own fi.ltures, and those relating to Human Resource strategies promoted by 
employers as an alternative to career progression in organisations. The former definition 
was later adopted as a working model for the research project. Those professionals who 
engaged in CPD were confident about their own perceptions of individual employab ility, 
but their motivation was primarily self-directed and not necessarily focused within their 
present employment, which may raise retention issues for their employers. The 
'ownership' of CPD has been a recurring theme in the literature (Taylor 1996, Kennie 
1998, Sandelands 1998). This self-directed nature of CPD reinforced the need to take the 
body of research out of the organisational context. 
To summari se, the exploratory qualitative research represented an important turning-
point in the progress of thi s research proj ect. At the time it was undertaken the 
researcher had become bogged down in the organisational commitment literature, 
which was not sufficiently engaging as a focus for the research: it was difficu lt to see 
where an original contribution could be made. The quali tative research was important 
in geuing the fie ldwork started in thi s project, and added further value in respect of 
engaging the researcher's thought processes with maUers relating to CPD and 
professionals. One of the main aims of thi s stage of the research was to ascertain 
whether organisational commitment should continue as one of the main study 
variables, and the responses given here in relation to profess ional as compared to 
organisational commitment directed the research towards a beyond-organisation 
mindset as being potentially more relevant in a 21 SI century context. The research 
highlighted issues relating to the self confidence and emotional security of new ly-
professiona li sed occupations, and the ways in which profess ions were perceived 
(differentl y) inside and outside organisations, later to inform aspects of the 
employab ility matrix (figure 2, above). It confirmed the researcher's view that the 
foc us of the research lay with the individual as a professional person, relatively 
independent of the need for organisational patronage, even if the individual worked in 
an organisational context, and that the research should empbasise the need for 
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profess ional updating in the form ofCPD as a strategy through which professionals 
could stay 'ahead of the game' and assert their independence. Finally, it confirmed the 
need to enhance our understanding of the term 'employability' . Subsequent further 
literature search in the fields of both CPD and employabi lity identified both these 
areas as relatively under-researched, add ing further emphasis to their inclusion as 
variables in the study. 
Reviewing the broad aims ofthe qualitati ve study identifi ed at the start of thi s 
chapter, thi s was undoubtedly successfi.il in refining the theoretical aspects of the 
research. A focus on professional rather than organisational commitment, with a 
future-orientated emphasis on learning (CPD) and employability, provided the 
potential for a research design linked to a more positive mindset, relevant to 
contemporary conditions, on the part of professional employees . Following thi s 
study, subsequent further literature analysis confirmed the choice of variables, and 
identified the CIPD as an appropriate sample population. Finally, the qualitative 
research contributed to the design of the survey, whose results are di scussed in the 
following chapters. The next chapter addresses perhaps the most original aspect of 
this research project: the practical application and psychometric properties of the 
employability scale. 
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CHAPTER 6: THE EMPLOY ABILITY SCALE 
6.1 Introduction 
This chapter presents an evaluation of the practical application of the employability 
scale developed for the purpose of this study, and a discussion of its underlying factor 
structure. The scale development is described above in section 4.6.6, where it is stated 
that thi s scale was developed because no ready to use measure ex isted at the time the 
fi eld work was undettaken. Descriptive statistics for thi s scale are reported in section 
6.3.5. The scale had a Cronbach's alpha coefficient of 0.88, which is believed to be 
acceptable for a new and untested measure. As a comparison Van der Heijden (2002:52) 
with a similarly grounded scale, reported an alpha coefficient of 0.68. Descriptive 
stati stics in relation to the employability scale are presented in chapter 7.The stati sti ca l 
re lationships between employabi li ty, professional commitment, the perceived value of 
CPD, and SUbjective career success are reported in chapter 8. Data for both the whole-
scale correlations, and correlations with the two sub-scales (see below) are presented. 
Specifically, tlus chapter addresses the following research questions: 
RQ2 J: What components of employability are discernible in the respondents' 
perceptions of their own employability? 
RQ23: What are the psychometric properties of the employability scalers) derived from 
the samples' perceptions? 
RQ24: To what extent is there overlap (redundancy) between the SCS scale and 
employability ? 
The development and subsequent testing of an employability scale has been a major 
outcome of tlus research project. Because tllis is a new scale that may have potential for 
extension and replication in the future, this chapter describes the exploration of the 
underlying factor structure. This was done first to establish what the structure was, and 
second to determine if it was indeed one scale, or two, through principal components 
analysis. Considering that the conceptual basis for the scale was internal and external 
labour markets as well as individual and professional factors , the presence of more than 
one scale was considered highly likely, and it was suspected there may be as many as 
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Table 8: Employability scale items 
I. I have good prospects ill this organisation because my employer values my personal 
contribution 
2. Even if there was r/OIVIISizillg ;u this organisation I am confident thnt J would be retained 
3. My persona/lleAl/Orks in this organisation help me ill my career 
4 J am aware of the opportunities arising ill this organisation evel1 if they are different to what I do 
/lOW 
5. The skills I have gained in my present job are transferable to other occupations outside this 
organisation 
6. I could easily retrain to make myself more employable elsewhere 
7. I can use my professional ner-works and business contacts to deveJop my career 
8. I have a good knowledge ofOpportwlities ror me outside ofth1.5 organisation even if they are 
qldte different to what 1 do now 
9. AmONg tire people who do tire same job (IS me, I am well reJpected in this OJgaJlisntioJ) 
10. People \IIho do tlte same job as me who work in Ilu~' OIgaJ1/~'atioll are valued highly 
1 I . 1 f 1 needed to, I could easily get anotiler job like mine in a similar organisation 
12. People who do a job like mine in organisations similar to the one I presently work in are really in 
demand by ot11er organisations 
13. I could easily get a simi.iar job to mine in almost any organisation 
14. Anyone with my level of skills and knowledge, and similar job and organisational experience, 
will be highly sought after by employers 
15. I could get any job, anywhere, so long as my skills and experience were reasonably relevant 
16. People with my kind of job-related experience are very highly valued in their organisation and outside 
whatever sort of organisation they have previously worked in 
four factors. A limitation of the scale (actually a design flaw) is that it is only really 
relevant for individuals in an organisational employment relationship, not self 
employment, and that this shortcoming explains the majority of the missing data for this 
scale. Fina lly, employability, as conceived in the present study relates to an individual's 
perception of their abi lity to get the job they want or keep the job they have, and is thus 
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simi lar to Nielsen's conception (1999:393 et seq.) of'workability', or Van der Heijden's 
definition as 'being employed in ajob' (2002:44). As such it is quite distinct from a 
concern for lack of employabi li ty which may be analogous to the recognition of 
development needs, and is a perception of how the individuals believe they are likely to 
fare in the future, rather than an evaluation of past perfornlance such as career success. 
6.2 Principal Components Analysis: whole scale 
The sixteen items of the employability sca le were subjected to principal components 
analysis using SPSS. Selected results (!<MO and Bartlett's tests, eigenvalues, scree plot 
and a component matrix) are presented in appendix 6. Prior to performing the principal 
components analysis the suitability of the data for factor analysis were assessed. 
lJ1spection of the correlation matrix (see appendix 6) revealed the presence of many 
coefficients of.3 and above. The Kaiser-Mayer-Olkin value was .862 (above .6: Pall ant 
200 I : 157) and the Bartlett's test of sphericity was stati stically significant at p =.000, 
supporting the factorability of the cOITelation matrix. 
Principal components analysis revealed the presence of four components with 
eigenvalues meetillg Kaiser's cri terion (pallant 2001: 154) by exceediJ1g 1, explaining 
36.01 %, 10.14%,7.49% and 6.89% of the variance respectively. An inspection of the 
scree plot reveals a clear break after the first component. It was decided to initially retain 
two components for further investigation, as suggested by Pall ant (2002: 161) 
'Often lIsing the Kaiser crierion, you wi ll find that too many components are extracted.' 
The rotated component matrix (tab le 24) revealed the presence of a relatively simple 
structure with two components clearly identified. Although the rotation 
converged in three iterations, the matrix shows allloadiJ1gs over .3, had the matrix been 
set up to show 10adiJ1gs over .4 then there would have been a 'clean' result with two 
totally separate components. Showing loadings over.3, most variables loaded on one 
component. The two factor solution explained a total of 46.15% of the variance. There 
is a strong theoretical rationale (Hillage and Pollard 1998, Rajan 2000, and Van der 
Heijden 2002) for pursuing the 'two-factor' line of enquiry as there is a body of literature 
(above) that suggests that employabi lity may have two components: illternal 
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employabi li ty (relating to the internal labour market) and external employability. 
Tab le 9: Rotated component matrix 
Rotated Component Matrix a 
Comronent 
1 2 
EMP11 .701 
EMP13 .682 
EMP12 
.677 
EMP14 .668 .307 
EMP16 .668 
EMP8 .636 
EMP15 .580 
EMP6 .572 
EMP7 .489 .398 
EMP5 .483 .356 
EMP1 .757 
EMP3 .739 
EMP2 .734 
EMP4 .700 
EMP10 .56 1 
EMP9 .496 
Extraction Method: Principal Component Analysis. 
Rotation Method: Varimax with Kaiser Normalization. 
a. Rotation converged in 3 iterations. 
However these sources do not go into the level of detail on what the components of 
internal and extemal employabili ty might be as has been attempted in the present study. 
The resu lts presented here would therefore appear to support the view that employability 
is a two-d imensional construct, while adding detail as to the wlderstanding of how it 
may be composed. Thus while employability was initial ly conceived as being 
represented by one scale, the data gathered from this sample may suggest otherwise. On 
the one hand, the Cronbach alpha coefficient for the whole scale is high, the scree plot 
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employability (relating to the intemallabour market) and extemal employability. 
Table 9: Rotated component matrix 
Rotated Component Matrix a 
Com~onent 
1 2 
EMP11 .701 
EMP13 .682 
EMP12 .677 
EMP14 .668 .307 
EMP16 .668 
EMP8 .636 
EMP15 .580 
EMP6 .572 
EMP7 .489 .398 
EMP5 .483 .356 
EMP1 .757 
EMP3 .739 
EMP2 .734 
EMP4 .700 
EMP10 .561 
EMP9 .496 
Extraction Method: Principal Component Analysis. 
Rotation Method: Varimax with Kaiser Normalization. 
a. Rotation converged in 3 iterations. 
However these sources do not go into the level of detail on what the components of 
internal and external employabi lity might be as has been attempted in the present study. 
The results presented here would therefore appear to support the view that employability 
is a two-dimensional construct, while adding detail as to the understanding of how it 
may be composed. Thus while employability was initially conceived as being 
represented by one scale, the data gathered from this sample may suggest otherwise. On 
the one hand, the Cronbach alpha coefficient for the whole scale is high, the scree plot 
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reveals a clear break after one component, and one factor alone explained over 36% of 
the variance. On the other hand. varimax rotation revealed a relatively 'clean' result when 
two factors were requested, al though three convergences are still represented. 
Table 10: Total Variance explained following Varimax rotation 
Com onent 
1 
2 
Total Variance Explained 
Rotation Sums of S uared Loadin s 
Total % of Variance Cumulative % 
4.086 25.536 25.536 
3.298 20.615 46. 151 
Extraction Method: Principal Component Analysis. 
6.3: Analysis of the two subscales 
Further analysis was undeltaken on the two subscales to determine the extent to which 
they were related aspects of the san1e construct, begilming wi th the attributes of the 
sca les themselves. The sub-scales were interpreted as being represented by the 
components shown in table 9. Where two components loaded on one scale items then the 
highest loading was taken: this gave the same result as if load ings over.4 had been 
requested. Total scale sub-scores fo r component I (external employability, SPSS label: 
tempel ), and component 2 (internal employabili ty, SPSS label; tempil ) were 
calculated. Subsca le alphas, n, pearson correlation and the coefficient of detenninati on 
are shown in table 11 . Thi s would appear to suggest that employability, as 
conceptualised in this study, is made up of two sub-scales, representing external and 
internal employability, which have a strong relationship to each other. Factor analysis of 
the externa l employabili ty scale suggested the existence of two components which 
explained 29.7% and 24.8% of the variance respecti vely, although no 'c lean ' distinction 
could be identifi ed. Factor analysis of the internal employability scale revealed one 
component, which explained 43.4% of the variance. 
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Table)) : Internal vs. External employability 
n r slg 
Total extel11aJ employability (tempel ) .8503 2 11 
.7 18 .000 .52 
Total internal employability (tempil ) .S241 20 1 
6.4 Employability and Subjective Career Success: Factor Analysis 
A source of concern during the research process was the suspicion that while individual 
employabili ty, as conceived here, and subjecti ve career success, as described in chapters 
3 and 4, may be conceptually separate constructs, empirica lly they may be similar. 
According to De Vaus (2002:30), discriminant validity is based on the approach that if 
the concepts are real1y different then they wil1 not correlate highl y. In thi s case, taking 
the correlations of the whole-scale measures as presented in chapter S, the two scales do 
show a strong zero-order correlation (R = .532, Q < .0 1). As a further test, the two 
scales together were subjected to factors analysis using the procedure outlined in Pal1 ant 
(200 1: 157). The correlati on matrix (table 13) was inspected fo r correlation 
coeffi cients of.3 and above, which were found in a substanti al number of correlati ons 
between ilems fi'om the two separate scales. The Kaiser-Meyer-Olkill measure of 
sampling adequacy was .S9, above the reconmlended value of .6 (pal1 ant 200 1: 161), the 
Bartlett's Test of Sphericity value was significan t, below .05. Using Kaiser's criterion 
five components were identified with an eigenvalue of I or more (S.072, 2.657, 1.6 10, 
1.245, 1.072), which explained a total of61.07% of the variance. The component 
matrix (table 12) reveals al1 scale items from both scales loading on one component, 
which explained 33.64% of the variance. 
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The first five items are all drawn from the career success scale, which also correspond to 
a separate component that in itself explains I 1.072% of the variance. What is interesting 
is that if one traces the SCS items back to their source, then four out of the fust five 
(CSS, CS7, CS4, CS6) and the next career success item on the list (CS8) are all drawn 
[Tom one sub-scale from Greenhaus, Parasuraman and Womlley (1990). The two career 
success items with the lowest loadings (CS I , CS2) and just one of the first five (CS3) are 
from Nabi (1999). 
Table 12: Component Matrix: factor analysis, EMP and SCS 
Component Matrili' 
ComQonent 
1 2 3 
CS5 .718 -.512 
CS3 .717 -.369 
CS7 .712 -.503 
CS4 .695 -.548 
CS6 .659 -.380 
EMP1 .637 .456 
EMP12 .636 -.395 
EMP16 .631 -.322 
EMP14 .625 .350 
EMP7 .618 
EMP10 .616 
CS8 .610 
EMP2 .581 .496 
EMP5 .562 
EMP3 .519 .498 
EMP15 .509 .392 
CS1 .500 
EMP8 .492 .303 
EMP9 .445 
EMP6 .421 .421 
EMP11 .517 .545 
EMP13 
.454 .465 
EMP4 .471 .515 
CS2 .374 -.364 
Extraction Method: Principat Component Analysis. 
a. 5 components extracted. 
4 5 
.303 
.373 
-.402 
.341 
.310 
-.331 
-.325 
-.375 
-.461 
.480 
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Table 13 Correlation matrix 
Landscape p[age correl;ati on matrix 
insert as sep fi le 
whole page 
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Table J 4: Varimax Rotation of Two Factor Solution for Combined Employability 
and Career Success items 
Rotated Component Matrix a 
Com onent 
1 2 
CS4 .881 
CS5 .873 
CS7 .863 
CS3 .773 
CS6 .739 
CS8 .597 
EMPl .528 .369 
CS2 .522 
EMPlO .485 .385 
CSl .414 
EMP1 1 .751 
EMP14 .685 
EMP13 .650 
EMP15 .635 
EMP6 .595 
EMP8 .559 
EMP1 6 .345 .553 
EMP5 .543 
EMP2 .541 
EMP7 .357 .522 
EMP4 .511 
EMP3 .509 
EMP12 .414 .488 
EMP9 .485 
Extraction Method: Principal Component Analysis. 
Rotation Method: Varimax with Kaiser Normalization. 
a. Rotation converged in 3 iterations. 
Based on an analysis of the scree plot, and the components matrix presented above, it 
was decided to retain two components for further investigation. To aid in the 
interpretation of these two components, varimax rotation was performed. The rotated 
solution, presented here in table 14, reveals the presence of a relatively simple structure 
when only load ings above.3 are displayed. This interval has been selected to illustrate 
that while there are some overlaps, the ftrst group of items load most strongly onto 
component I, and the second group onto component 2, which explained 22.86% and 
21.85% of the vari ance respectively. Thus it is suggested that while the present study's 
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measure of individual employability may be a related concept to subjective career 
success, it is in fact quite distinctive, and that further work to refine the sca le items could 
further emphasise thi s distinctiveness. 
Mapping the results presented in table 14 against the 4 x 4 matrix (Figme 3), An 
interesting divi sion in the question items emerges. Employabi li ty sca le items that score 
highest on component 1 (item I : 'r have good prospects in this organisation because my 
employer values my personal contribution', and item 10, 'people who do the same job as 
me who work in this organisation are valued highly') both are located on the top line of 
the 4x4 matrix, and thus both relate to the intemallabour market. The remainder of 
component I is made up entirely ofthe items from the subjective career success scale. 
Table 15: Principal components analysis: subjective career success plus selected 
employability items 
Total Variance Explained 
Initial Eiaenvalues Extraction Sums of Sauared Loadinqs 
Component Total % of Variance Cumulative % Total % of Variance Cumulative % 
1 5. 147 51.472 51.472 5.147 51.472 51.472 
2 .9 14 9.142 60.614 
3 .841 8.408 69.022 
4 .835 8.353 77.375 
5 .625 6.251 83.625 
6 .558 5.582 89.208 
7 .419 4.188 93.396 
8 .287 2.871 96.267 
9 .217 2.170 98.437 
10 .156 1.563 100.000 
Extraction Method: Principal Component Analysis. 
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Table 16: Rotated component matrix: employability (less in ternallabou,' market) 
Component MatriX' 
Component 
1 2 3 
EMP14 .724 
EMP11 .688 · .470 
EMP16 .654 
EMP12 .626 · .347 
EMP7 .626 .390 
EMP15 .620 
EMP5 .614 
EMP13 .609 -. 394 -.467 
EMP8 .592 
EMP2 .585 .459 -.326 
EMP6 .580 
EMP4 .525 .523 
EMP9 .497 
EMP3 .557 .594 
Extraction Method: Principal Component Analysis. 
a. 3 components extracted. 
When treated as l scale, component I (Cronbach's alpha = .88), and subjected to 
principal compollents analysis using SPSS, the presence of one component was revealed 
which explained 5 1.47% ofthe variance in what could potentially be a new meaSlLre of 
subjective career success. Repeating the procedure with component 2 did not produce as 
'clean' or conc lusive a result as for component 1. The alpha coeffi cient for the new sub-
scale had been lower (.8657) than for the original scale. However, the component 1 scale 
('subjective career SLlccess plus') may well be worth taking forward for further 
development beyond the scope ofthis project. 
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6.5 Conclusions: the employability scale 
Research questions to be addressed in this chapter concerned the identification of the 
components of employability in the minds of the respondents, the psychometric 
properti es of the scale(s), and to investigate to what extent there is overlap (redundancy) 
between the subjective career success scale and employabi lity. These are addressed in 
order in this concluding section ofthe chapter. 
RQ2!: What components of employability are discernible in the respondents' 
perceptions of their own employability? 
HQ23: What are the psychometric properties of the employability scalers) derived from 
the samples' perceptions? 
The preceding sections have emphasised that employability appears to be composed of 
two components, related to intemal employability and external employability, these 
reinforcing the theoretical basis for the original scale's development (Hi lIage and Pollard 
1998, Rajan 2000), and repeated in Van der Heijden's similar (but with lower internal 
reliability) scale. When the results are mapped against the 4 x 4 conceptual diagram 
(figure 4, above) the internal -external division is clearly visible, and the two components 
explained over 46% of the variance in the employability scale. Further factor analysis of 
the sub-scales fai led to identify a 'clean' di stinction, and this may be a profitable avenue 
for further research with a different sample. 
RQ24: To what extent is there overlap (redundancy) between the subjective career 
success scale ancl employability? 
An investi gation to identify whether there was redundancy between the subjective career 
success scale and the employabi li ty main scale identified that two oflhe employability 
items (1,10) potentially had more relevance to career success in the context of the 
internal labour market, but that otherwise these were distinct constructs. Career success 
189 
relates to an individual's perceptions of their past and present, while employability 
relates to their perceptions of the fuhJre. Future research could be conducted using the 
extended career Sllccess scale, to incorporate the two 'employability' items. Extensions 
of this research could however incorporate a consideration of ambition, as it is believed 
that thi s may also be a related construct. 
Overall, it is believed there may be considerable potential for developing a 
psychometrically sound measure of employability that is distinct from measures of 
sUbjective career success, based on the sixteen item scale developed for thi s study. For 
the purposes of this study the di stinctiveness established here is considered sati sfactory 
for an untested measure, and subsequent analysis is undertaken with this in mind. 
Chapter 7 proceeds with a prelinlinary analysis of findings from the quanti tative study. 
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CHAPTER 7: PRELIMINARY ANALYSIS OF FINDINGS. 
7.1 Introduction and Research Questions 
This chapter has six substantial parts, the first (after this introduction) dealing with 
descriptive statistics for the respondents. Three of the remaining four sections of the 
chapter address a series of research questions, listed below. The third section of the 
chapter addresses research questions in relation to the study variables. The fourth part 
is an analysis of the 'CPO Engagement' items, and includes a consideration of an 
individual measure for engagement with CPO. The fifth substantial part considers the 
listed responses to the last two items on the questionnaire where members were 
invited to add comments in respect of their learning, or their development needs. 
Finally, the preliminary analyses are summarised, and some comparisons made with 
the available literature. 
The study employed a cross sectional questionnaire survey, whose construction, 
development and rationale are described in chapter four. It should be noted that 
although the research hypotheses did not specifically mention gender or age as 
variables, the main descriptive literature (on CPO) reviewed (eg. Harris 1999, 2000a, 
2000b, 2000c) had included some analysis by gender and age, and often job level or 
professional leveL Similarly, the literature in relation to most of the other study 
variables had included analysis by gender or age or both, such as for employability 
(Kirschenbaum and Mano-Negrin 1999, and Van der Heijden 2002). Therefore, 
because this was the either the fust time research had been undertaken on many of 
these variables, (eg employability), or it was one of the first pieces of research with a 
sample of UK Human Resources professionals (eg. subjective career success, 
professional commitment), or because there were pieces of research that would be 
directly comparable in some aspects (eg. for CPO, as listed above, plus Jones and 
Fear 1994, Sadler-Smith and Badger 1998) the results were considered to be 
intrinsically interesting in themselves, and more so when split by some other variable 
as suggested in the literature. 
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Some of the research issues wefe>identitieti principally from the literature review as 
well as arising from the conclusions of the exploratory qualitative research. All of 
these were expressed as research questions, and this chapter specifically addresses the 
following. The first group of research questions relate to professional commitment. 
The theoretical background for these is discussed in chapter 2, with the scale 
construction in chapter 4. 
RQ9: What level of professional commitment does this sample have? 
RQiO: Are Ihere differences by age, gelid er, qualification/eve!, membership level and 
job level? 
The second group of research questions to be tested by the survey relate to the 
respondent's perceived value ofCPD. The theoretical basis and sourcing of these is 
discussed in chapter 3, and the selection and rationale for the survey items is described in 
section 4.6.4. The research questions included : 
RQ 13: To what extent do these respondents valfle CPD? 
RQ14: Are there differences by age, gender, qualification level, membership level or job level? 
Subjective career success (SCS) was also included as a study variable, to give a 
perspective on the sample's career history to date and their perception of their present 
position, such as against their 'subjective timetable' (Amold 1997). The background 
literature is analysed in chapter 3, and the construction of the scale is described in section 
4.6.7. The research questions include: 
RQi6: What does this sample believe abolll their subjective career sllccess? 
RQ17: Are there differences by gender, age, membership level qualification level or job level? 
The scale of individual employability was an entirely new scale, and the sample's 
responses were considered interesting in themselves, expressed as the following 
research questions: 
RQ20: What is this samples self-perception of their employability (main scale) 
RQ22: Are there differences ill the maill scale and sub-scales by age, gender, 
qualification level, professional level and job level? 
The components of the employability scale were analysed in chapter 6. 
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The third main part of this chapter considers what sorts of CPD the sample engaged 
with, with a view to identifYing what were the most popular strategies. At a later stage in 
the research this descriptive measure was developed into a measure of individual 
engagement with CPD Research questions in relation to CPD engagement include 
RQ27: What are the most commonly reported means I?fupdatingfor this sample? 
RQ28: What are the differences by age, gender, qualification level, membership level 
and job level.? 
Although at first glance there may appear to be differences by gender, age, professional 
level or job level, these did not often reach statistical significance, and where for 
example mean scores are very similar comparison has been omitted for the sake of 
brevity. Nonetheless this stage of the research was firstly invaluable for consideration 
against similar, comparable studies, this being in the individual areas only: there is no 
known study that connects the same variables as this one. Secondly the results especially 
for some of the newly derived scales were interesting in themselves for a professional 
sample, and thirdly the analysis facilitated an understanding of the nature of the 
distributions and the identification of control variables utilised in the analysis of 
statistical relationships (correlation, multiple hierarchical regression) in chapter 8. 
7.2 Descriptive Statistics: The Sample 
The following section provides preliminary comment on and analysis of the 
descriptive statistics produced, by item or group of items as appropriate, as 
corresponding with the SPSS item number in the code-book. Item' l' was of course 
the respondent identification number. Below, the section numbers following '6.2' 
correspond to the questionnaire item number(s), thus '7.2.2/3' refers to items 2 and 3 
on the questionnaire, which were also items 2 and 3 in the SPSS codebook. 
7.2.2/3 Gender and Age 
Respondents to this question were 47.9% male and 51.7% female. 222 respondents 
identified their age which ranged from 26 to 67 years with a mean of 45 .2 and a 
standard deviation of9.11. Males were coded '1 " females '2', missing data '9' . The age 
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distribution was coded as in table 17 below, which also includes some basic 
descriptive statistics, The top and bottom pairs of groups (25-29 and 30-34, and 55-59 
and 60+) were collapsed into two as the youngest group contained no males, and the 
oldest group only one female. It can be seen that diagrammatic representation of age 
Table 17: Age distribution by gender 
AGE N % Male Male Female Female 
RANGE n % n % 
< 34 31 13.3 6 5,4 25 20.7 
35-39 37 15 .8 11 9.8 26 21.5 
40-44 36 15,4 12 10.7 24 19,8 
45-49 43 18,4 21 18.3 22 18,2 
50-54 34 14,5 23 20.5 1 I 9.1 
55 + 41 17,5 31 27.7 10 8.2 
mlssmg 12 5.1 8 7, I 3 2.5 
values 
Figure 4: Age distributions by Gender 
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by gender (figure 4) produced a marked skew - the male sample are older, with an age 
range of32-67 years, and a mean of 49,14 years, while the mean age for the women 
was 41 .76 years although their age range is similar between 26 and 67 years, This 
supports the perception (Wilson 1995:28, Harris 2000a.3) of more women entering 
this professional group than men, and an aging male membership. 
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7.2.4/5. Professional Membership and Level of Membership 
Item 5 on the questionnaire related to the professional level respondents had achieved. 
The sample was based on a listing of973 Members and Fellows from the Derbyshire 
and Nottinghamshire branch. Individuals with the title 'member' (MCIPD) have 
completed the full diet of professional examinations and have provided evidence to 
the Institute of further qualifYing experience. lndividuals with the title 'fellow' 
(FCIPD) have been members, and have provided further evidence of operating at 
senior level within the profession. The higher grade of membership (companion) were 
too few in the region to provide a sub-sample for analysis. Of the 232 respondents to 
the question about their level of membership (question 5), 57 (24.6%) were fellows 
(FCIPD) and 175 (75.4%) were members (MCIPD). Fellows had held this 
professional level for between I and 27 years, with a mean of 8. 7 years (standard 
deviation 6.6). Members had held their professional level for between 1 and 32 years 
with a mean tenure of 7.8 years and a standard deviation of 6.6. Neither Jones and 
Fear (1994:49) nor Sadler-Srnith and Badger (1998:69) distinguished between FCIPD 
and MCIPD respondents in their reported results. Hams (2000b: I) reported that for 
their male respondents in the 'corporate member survey' 28% were FCIPD and 72% 
MCIPD, with results of 14% and 86% for the females respectively. 
Figure 5: Respondent age and membership level 
• 
• 
• 
The above table clearly shows that there are fewer Fellows overall, whose presence 
increases higher up the age range. 
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7.2.7/8 Qualification Level and Recency 
Respondents were asked to identity the highest level of qualification they had reached 
and how long ago this had been. It was suspected, based on lones and Fear (1994) and 
Sadler-Smith and Badger (1998) that many older members had last engaged with 
qualification based updating some considerable time ago and done nothing since. Jt 
was hoped to ascertain to what extent this is a graduate profession - or higher? This 
was ascertained by collapsing the data gathered into those without degree level 
qualifications and those with, excluding HNC/D's and CMS/DMS qualifications from 
graduate level, but including MAlMBA and Doctoral qualifications. Data are 
presented below as 'degree' (I) and 'no degree' (2) . 
Table 18: Highest Qualification by Age and Gender 
All males females 
Qualification J(all) %(all) J(m) %(m) J(f) %(f) 
'Degree' 127 54.5 51 45 .5 67 554 
'No Degree' 106 45.5 61 54.5 54 44.6 
Totals 112 121 
The two-level categorisation was introduced to facilitate the use of qualification level 
as a possible control variable, where data needed to be grouped more logically for 
analysis. Table 18 and figure 6 reveal a number of interesting features. For example, 
although there are many more women in the lowest qualification category, the men 
tend to be very much older (as they are all across the categories) but markedly so in 
the lowest, and the HND and Degree level categories. More women than men have 
degree qualifications or higher. Over time it would be reasonable to infer that the 
profession, as represented by this sample, is becoming increasingly feminised, with a 
greater proportion of graduate entrants with first degrees. As a summary comment 
therefore, while females may outnumber males in the higher qualification levels they 
are generally younger for each level. There is a trend within the Higher Education 
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Figure 6: Qualification category by gender and mean age 
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sector to offer a 'top- up' from the full-examination level of award in the managerial 
professions to allow candidates the opportunity to achieve an additional 
qualification at Master's level, and given the predominance of women at the lower 
membership grades one might reasonably expect the tendency for members with 
Master's degree to be male to be reversed. One weakness of the questionnaire design 
was that respondents were not asked to identifY when they had taken their 
professional examinations, as in retrospect this would have been more Felevant. 
Figure 7 (below) represents the length oftime elapsed since the highest lev.el of 
qualification (,qualification year') was attained by age and gender. The vertical axis 
represents the number of years since the respondents attained their highest level of 
qualification. The horizontal axis represents the age groups as depicted in the SPSS 
codebook. The bar chart reflects the greater average age of the male respondents, and 
shows that for many of these it is also a significant period oftime since they engaged 
in qualification based updating, other than their professional training. Women in the 
higher age ranges show a lower period of time since their last qualificationretJeeting 
a tendency to return to higher level study later in their careers. However it is 
important to remember that this is not a profession where a degree is an essential pre-
requisite for entry (Wilson 1995:33). 
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Figure 7: Qualification year by Age and Gender 
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A much greater range of job titles than expected were produced in the data, and the 
main value of this item is to enable the characteristics of particular occupational 
groups to be studied. For example, even at a data entry stage it became evident that 
many of the respondents identitying themselves as independent/external consultants 
(category 21) who were typically self-employed had particular issues with the 
questionnaire, due to the amount of missing items. Their particular issue appeared to 
be with the CIPD's policies on CPD, evidenced by their responses to items 95 and 96, 
and other comments written on the questionnaires, described later. A total of 17.95% 
(42) of the respondents identified themselves as independent consultants, these being 
split as 24 from Derby (this being 20.87% of the Derby respondents) and 18 from 
Nottingham or 15.13% of that sub-sample. Figure 8 illustrates the consultants' age and 
gender distribution. It illustrates the fact that most of the respondents thus identified 
are males in the highest age groups, who are likely to have the longest elapsed time 
since undertaking study. If this is considered alongside the fact that as external 
consultants, they are likely to be excluded from the sort ofCPD opportunities 
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afforded by an organisation's training programmes, then this may well be a key issue 
for the CIPD's CPD strategy and policies. 
That independent consultants might emerge as a group with particular issues was an 
unexpected outcome of the research, although subsequent (late 2002) publications by 
the CIPD (see ego CIPD 2002c) were a response to nationwide concerns in this respect 
that the author had been unaware of earlier in the research. Unfortunately, the 
exploratory qualitative study had deliberately excluded self-employed consultants as 
the early focus of the research was confined to individuals employed in organisations, 
Figure 8: Independent consultants by age and gender 
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otherwise 'early-warning' of this issue would have been received. Independent 
consultants were not identified as separate groups in most of the comparable studies 
(Jones and Fear 1994, Harris 1999, Sadler-Smith and Badger 1998, Sadler-Smith et al . 
2000), and only briefly in Harris 2000b, where they comprised 23% of respondents. 
Issues meriting further, future, investigation include: 
• why are these individuals predominantly older men? 
• why do these individuals work outside organisational boundaries? 
• what are their development needs as distinct to the rest of the sample? 
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• do they have difficulty meeting the CIPD's CPD requirements and if so why? 
• is the CIPO aware of their distinctive needs and how can it help them meet the 
CPD requirements? 
- and is this category of members likely to become more or less numerous in the 
future? 
7.2.10 The Length of Time in the Professional Field 
As one might expect given the descriptive statistics produced so far (and the fact that 
older men are likely to have had greater continuity of employment), men show the 
greatest length of time served in the professional field and this rises for 
Figure 9: Length of time in the field by age group and gender 
M 
e 
a 
n 
p 
R 
o 
F 
y 
R 
30,------------------------------------, 
20 
10 
o 
Missing <34 35-39 40 -44 4549 50-54 55+ 
Al!e 
Gender 
• male 
o female 
the higher age categories, although women were represented in the highest age 
category (in fact the oldest female respondent was 67). There appears to be little 
difference between the sexes in the younger categories. Although this profession is 
stereotypically female, at the present time there are significant numbers of men 
represented in the sample, across all categories, and they have been there for some 
time. 
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7.2.11 Employment Status 
Respondents were asked to identifY their employment status, and as one might expect, 
the 'full time employed' (coded I , 70.9% of all respondents) are in the majority, while 
a significantly greater proportion of women than men work part time, part time 
respondents being 8.1% of the total . More women self reported as being on a career 
break (1.3% ofthe total) . As a comparison Harris (2000b) reported that 70% of their 
respondents were full time, 20% self employed, with women more likely to be in this 
latter category. 
7.2.12 Work Organisation 
Respondents were asked to identifY whether they worked in public or private sector 
organisations, and whether these employed more or less than 500 employees, this 
categorisation following Sadler-Smith and Badger (1998 :69). Although no problems 
were revealed by the pilot study, in practice the questionnaire design did not allow 
Table 19: Work Organisation by sector 
Sector/Size Frequency 
Public <500 8 
Public >500 71 
Private<500 37 
Private >500 79 
Missing data 39 
% 
3.4 
30.3 
15.8 
33 .8 
16.7% 
self-employed respondents space to accurately identifY themselves. Some respondents 
hand-wrote 'not for profit' or 'voluntary sector' on their responses as supplementary 
information. This probably explains the relatively large missing data and also the 
incidence of 'public sector' organisations under 500 employees, which intuitively one 
would not expect to see. In fact, if one factors the 'missing data' in the present study 
into the 'public' side of the equation this matches exactly the pattern of similar studies. 
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Figure 10: Employing Organisation by Gender 
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Sadler-Smith and Badger (1998:69) reported the data differently but revealed a very 
even public/private split (49.8%/50.2% respectively), and also between organisations 
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of over and under 500 employees E51.4% and-48 .6%respeetively-). Similarly Hams 
(2000b) reported that 'just over half their respondents worked in the public seclor. 
From figure 10 it can also be seell-tflat-wemen-are-evef-fepresented-in-Iarge ~blic 
sector organisations, and men in both types of private sector organisations and 
especially the smaller ones. When onc also censiilefs the respondents" membership 
level by size and type of organisation (figure 11), it can be observed that large private 
sector organisations have-a StIbstaruialJ.y-grealef-pFeJ*ffiietrefFeHews-than the ~rge 
public sector organisations, with the greatest imbalance being observed in the smal ler 
private organisations. Does-SME's anecdotally-peer-Suflflort fer -staffdeve!ofllllent 
extend to a lack of support for professional upgrading? Again, research focused on 
small-aRd medium sized enterprises (SME's)-may be a ·profitable extension ~R-the 
future. The lack of clarity in the data gathered and the high incidence of missing data 
on this item is a shortcoming of thls stud-y, aRd- beeause-of.these-f!l6ters-'WQrk 
organisation' was not considered further, nor was it included as a control variable. 
This-was RO~ considCfefr-critieal-as Sad1er-Smith -aRd- Badger E J-.99&-7-3)-~hat, 
with a similar sample : 'there were no observed differences between public and non-
public' organisations- OF SME!~af\d-large-organi-s-atiQQs .' 
7.2.13: Respondents' level in the Employing Organisation 
Traditional-'Personnel Management' focused on operational matters and~ not 
concern itself with a strategic decision making contribution. By contrast, the 
contemporary 'Humatr Resourec Management' -mle-foetlSeS-OA-'StrategH;~' 
which, according to Armstrong (1997:248) : 
, - aims-to previde a s-ense-of direetietr~all-ofien...turbulent-enviFOnment- ~ that 
organisational and business needs can be translated into coherent and practical 
policies- and . progffiffi(Tles. , 
Question -I 3 aimed-to find-out to wIlat-elctent-this is true f0F-theresflsndents il,l the 
present study, and how this breaks down by gender, organisational type or by) 
membership level: ApprOltimately-one-third of all respondents irrespective of gender 
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Table 20: Organisational Position by Gender 
Position Frequency % freq . % freq % 
(all) (all) male male fem fem 
Strategic 80 34.2 39 34.8 41 33 .9 
Senior 39 16.7 22 19.6 17 14 
Influence 39 16.7 19 17 20 16.5 
FLM 10 4.3 2 1.8 8 6.6 
Operational 16 6.8 6 5.4 10 8.3 
Other 15 6.4 6 5.4 9 7.4 
Missing 35 15 18 16.1 16 13 .2 
claimed to operate at the highest level, and more than half fell in the top two 
categories. Table 20 (organisational position by gender) suggests men are in the 
majority at the highest levels although there ere still substantial numbers of women. 
There is a clear 'tail' of women in the lower job categories. More respondents were at 
the 'influence' level in large public sector organisations, which may reflect the nature 
of the decision making processes or a more hierarchical organisation Subsequent 
examination of the correlations between the study variables revealed statistically 
significant correlations between organisational position and both employability and 
career success, but not for the other main study variables. 
Figure 12 shows as one might expect the greatest concentration of 'F ellows' at the 
highest decision making level although they are to be found across all reported levels. 
Clearly some of the earlier results may be attributable to individuals falling to the 
temptation to 'talk-up' their job level in a self-report survey, but it is not necessarily 
safe to assume that all Fellows operate at the strategic level and many do not. 
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Figure 12: Organisational Position by Job level and Membership Level 
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Organisational position classification: (Fig. 8) 
I: 'I have strategic decision making responsibility (STRAD 
2: 'I am a senior officer in the organisation ..... .' (SO) 
3: 'I am responsible for the work of a number of colleagues.. (RESP) 
4: 'I have first line management responsibility ...... ' (FLM) 
5: 'My role in this organisation is primariJy at an operational level. '(OPS) 
6: 'Olller: what is your position?' (OTHER) 
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7.3 Descriptive Statistics; The Measures 
In the following sections we consider descriptive statistics on each of the main survey 
measures in turn, addressing a series of specific research questions in each case. 
7.3.1 Professional commitment (PC) 
This section addresses the following research questions: 
RQ9: What level of professional commitment does this sample have? 
RQiO: Are there differences by age, gender, qualification level, membership level and 
job level? 
Professional commitment was measured by a nine point scale, so the potential range 
was from 9 to 45 . For the whole group, the mean score was 32.92 and the standard 
deviation 5.19, indicating scores clustered towards the upper end of the scale, this 
being supported by the negative skewness score. Similarly, a Kolmogorov-Smimof 
Sig value of .009 indicates a 'violation of the assumption of normality' (pallant 
200 I :58), although Pallant also indicates that 'This is quite common in larger samples' 
(page 58). With a reasonably large sample, according to Tabachnick and Fidell 
(1996:73) 'skewness will not make a substantive difference in the analysis'. The 
positive kurtosis score indicates a peaked distribution, which one would expect given 
the narrow interquartile range, the fairly narrow overall range, and the low standard 
deviation. The scale alpha for professional commitment was .80, with 221 
respondents (94.4%). One hundred and two men and 118 women provided data for 
this variable (91 .1% and 97.5% respectively) . The mean scores were virtually 
identical (males: 32.96, females 32.86). 
That the distributions have a strong negative skew is not a problem, rather it reflects, 
as Pallant (2001 :59) suggests: 'the underlying nature of the construct being measured'. 
Here, most of the respondents self-reported relatively high levels of professional 
commitment, hence the negative skew. Figure la shows how the responses for 
professional commitment map across the eight age categories, by gender. This 
reveals that for this sample the younger female respondents reported higher levels of 
PC than those in mid career. By late career this had risen again, although there are 
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relatively fewer women in this age category, and those who have lasted until this 
stage have enjoyed greater career success (see below). This supports the view of 
Sirnpson and A1tman (2000 190) that those women who were able to break through 
the 'glass ceiling' were individuals of exceptional calibre. Mid-career males show a 
dip in their mean PC scores (generation X influences?) but those men in the highest 
age category show the strongest PC of all. However considering the fairly narrow 
range of responses the findings here are more likely to support Hoff (2000: 1433) who 
suggested that professional commitment levels remained reasonably consistent 
throughout an individual's career. 
Figure 13: Mean Professional Commitment by Age and Gender 
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A two-way between groups analysis of variance was conducted to explore the impact 
of age and gender on professional commitment. Subjects were divided into five 
groups according to their age. Levene's test showed a non-significant result (J1 :;:; 995), 
indicating no violation of the homogeneity of variances assumption. Despite an 
apparent difference revealed above between age group (35-39) and the other groups, 
there was no statistically significant main or interaction effect for age and lor gender, 
208 
and post-hoc comparisons using the Tukey HSD test did not reveal any significant 
differences between groups. 
Data for professional commitment were also analysed by membership level. Fifty-
two Fellows (FCIPD's) and 168 Members (MCIPD's) responded, this being a 
response rate of91.2% and 96% respectively (94.02% overall). Selected SPSS output 
is shown in Figure 13 above, where 1 = FCIPD's and 2 = MCIPD's. The arithmetic 
mean scores are on the high side of the range, and slightly higher for the FCIPD's. 
The Fellows also show a narrower range of scores (smaller standard deviation, 
smaller range) although the distribution is less peaked (lower, actually negative, 
kurtosis score). The Members' scores are more spread (higher standard deviation and 
range) and yet more negatively skewed towards the upper end. An independent 
samples t-test was conducted to compare the scores for the two grades of membership. 
There was no significant difference: 1 (218) = 1.306, Q S; .193 . The magnitude of the 
differences in the means was very small (eta squared = .009). 
Table 21: Professional Commitment by membership level 
FCIPD (1) MCIPD (2) 
N 57 175 
missing data (%) 8.8% 4.0% 
Mean 33 .74 32.65 
Std . Deviation 4.41 5.41 
range 18.00 27.00 
interquartile range 6.00 7.75 
skewness .093 -.421 
kurtosis -.662 .127 
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Figure 14: Mean Professional Commitment by Age and Membership Level 
Mean 
pc 
" ,------------------------------------, 
36 
3Z 
LEVEL 
30 Missing 
Cl FC1PD 
28 _ MCIP O 
Missing <34 35-39 40-·.... 4 5·49 50-54 55+ 
AGE 
Figure 14 illustrates how PC maps across the six age categories, by membership level 
(I =FCIPD, 2=MCIPD). It shows that for this sample PC is variable across the age 
range, as Fellows show a peak in mid-career - curiously, at the same point Members 
show the lowest scores. A two way between groups ANOVA was conducted to 
explore the impact of age and membership level on professional commitment. 
Subjects were divided into six categories according to their age. There was no 
statistically significant main effect for level [E (1, 198) = 1.94, ILs. 166], or age [E(5, 
198) = .13, p S. 985]. There was a statistically significant interaction effect [F(5, 198) = 
2.88, ILS .015, with a moderate effect size (eta squared = .068). Post-hoc comparisons 
using the Tukey HSD test indicated that the differences between groups did not reach 
statistical significance. 
Responses to the professional commitment scale were also analysed by organisational 
position and gender, these being presented in figure 14, using the same categorisation 
as previously. There appear to be substantial gender differences at the 'first line 
manager' level, often regarded as a key position of responsibility. These were 
explored further using a two-way analysis of variance. There was no statistically 
significant main effect for organisational position [E( 4, 170) = 1.953, I! S .104), or 
gender [E (1,170) = 1.023, l2. S .313], nor was there a statistically significant 
interaction effect [F (4, 170) = 1.432, I! S .226]. 
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Figure 15: Professional commitment by organisational position and gender 
Mean 36 
profess-
ional 
commit- 35 
ment 
34 
33 
32 
31 
GENDER 
30 
_ MALE 
29 ,..-...I..-J c::J FEMALE. 
ORGPOSN 
Repeating the analysis of professional commitment for organisational position and 
level of membership, results are presented below in figure 16. 
Figure 16: Professional commitment by organisational position and level of 
membership 
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Here it can be seen that some of the highest levels of professional commitment are 
from Fellows (the highest level of membership in the survey), who are in first line 
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management positions. It is possible that these may be keen to pursue their 
professional careers and have taken the trouble to upgrade their membership at an 
early stage. Fellows show higher professional commitment at all levels (though slight 
in some groups) except the strategic level. A two-way analysis of variance was 
conducted to explore the impact of organisational position and professional level on 
professional commitment. the main effects for organisational position [E (4, 170) = 
1.471 , P. ,,; 213] and professional level [E ( 1,170) = 2.260, P. ,,; .478] did not reach 
statistical significance; nor did the interaction effect. [E (4, 170) = .878, P. ";.478]. 
Data for professional commitment were also analysed by qualification level, as at this 
exploratory stage it was not known whether possession of a degree would affect PC or 
not. A two-way ANOV A revealed that the main effect for qualification barely reached 
statistical significance [E (1 ,216) = 3.037, p. ,,; .083], and the main effect for gender 
and the interaction effect did not. A further two-way ANOVA for age and level of 
qualification revealed a moderately significant effect for qualification level [E -( ~ , 198) 
= 3.381 , P. ,,; 067]. 
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7.3.2 Value of CPD (CPDV) 
This section addresses the following specific research questions: 
RQ13: To what extent do these respondents value CPD? 
RQ14: Are there differences by age, gender, membership level or job level? 
Basic descriptive statistics are presented in table 22. The values are negatively skewed 
(0.899), and peaked (kurtosis = 1.996). An independent samples t-test 
Table 22: Value ofCPD by Gender 
MALES (I) FEMALES (2) 
N 106 114 
Missing data (%) 5.4% 5.8% 
Mean 32.61 34.90 
Std. deviation 7.55 5.09 
Range 36 29 
[nterquartile range 9.00 S.OO 
Skewness -.774 -.463 
Kurtosis 1.116 1.535 
was conducted to assess whether the differences by gender were statistically 
significant. Using Levene's test for equality of variances the significance level was 
found to be .000, therefore the data 'violate the assumptions of equal variance'. Thus 
further analysis was undertaken with equal variances not assumed. The 2-tailed 
significance value is .0 I, below the normal cut-off of .05, therefore it can be 
concluded that in this case there is a significant difference in the mean scores for male 
and female respondents. The magnitude of the differences was quite large (eta 
squared = .3013) and thus 30% of the variation in CPDV scores is explained by 
gender. The male scores were more strongly negatively skewed indicating values 
clustering towards the upper end. Overall the results suggest that women have a 
stronger commitment to the value of CPD. 
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Figure 17: Mean Value ofCPD (CPDV) by Age and Gender 
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A two-way between groups analysis of variance was conducted to explore the impact 
of gender and age on the value of CPD (CPDV). At the .05 significance level 
Levene's test for homogeneity ofvariances (Sig. = .010) showed a violation of 
homogeneity and this analysis proceeded with a more stringent significance level of 
.01 . Subjects were divided into six groups by age. There was no statistically 
significant main effect for gender [E(I , 197) = 2.782, Q ~ .097], or age [F(5, 197 = 
.621 , Q ~ .684], or interaction effect [F(5, 197 = .831 , Q. ~ .529). Figure 17 shows how 
the responses for 'Value ofCPD' (CPDV) map across the age categories by gender. 
The distribution suggests that women consistently and continuously place a higher 
value on CPD throughout their careers. The scores for the male respondents decline as 
they progress through the age groups (except for the last group which is still lower), 
although it started out higher than women's scores in two out of the bottom three age 
categories. This declining interest in CPD as one's career progresses for the male 
respondents is worthy of further investigation. This is similar, if not a close match, to 
Sadler-Smith and Badger's (1998 :71) findings that commitment to CPD was 'lowest 
among the older males', and that newer members gave a higher value to CPD, 
although here, the highest value is given to CPD by the oldest female respondents. 
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Data for CPDV were also analysed by membership level and selected results appear 
below in table 23 . Both categories of membership covered the full range of possible 
values (9 to 45) on the scale responses. The means were very similar, although the 
standard deviation was higher for the Fellows the interquartile range was actual ly a 
little narrower, indicating more outlying values in the 'tails' . The FCIPD's response 
Table 23: Value ofCPD by Membership Level 
FCIPD (1) MCIPD (2) 
N 57 [75 
Missing data (%) 5.3% 5.1% 
Mean 34.13 33 .69 
Std. Deviation 7.57 6.10 
interquartile range 6.50 7.00 
skewness -1.334 -.652 
Kurtosis 2.65 1.51 
distribution was both more negatively skewed and more peaked. An independent 
samples t-test was conducted to compare the CPDV scores for members and fellows . 
Using Levene's Test for Equality ofVariances (Sig. =. 180) equal variances were 
assumed. There was no significant difference in the scores for the members and 
Fellows (see above), 1 (2 [8) = .43, 12 ,; .67. The magnitude of the differences was 
extremely small (eta squared = .0008). 
Figure [8 reveals some features of the way the CPD-V scores map across the age 
range by membership level. While the importance attached to the value of CPD 
remains reasonably consistent (and relatively modest I) across the age groups for 
MCIPD's, for the higher membership category it shows a greater increase in late 
career, although one must remember that this is for a small number of respondents. If 
these are FCIPD's in late career then it would be reasonable to infer that they are also 
in senior positions. It may be that what is actually being measured here is their 
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Figure 18: Mean Value ofCPD by Age and Membership Level 
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attitude to the value of CPD not just for themselves but for their subordinates, or for 
other members of the profession generally. They may well, as more senior members 
see themselves as custodians of professional standards. A two way between groups 
ANOVA was not undertaken, as there was no theoretical reason for doing so: 
Sadler-Smith and Badger (1998:69) found nn significant main or interaction effects 
on the value of CPD for age, gender or level in the employing organisation. They also 
found (page 70) that: 'the value respondents assign to CPD is not related to the size or 
sector of the organisations surveyed.' 
Figure 19 provides the distribution across the organisational position levels for the 
perceived value of CPD, by gender, and reveals that women place a higher value on 
CPD at all levels except the operational one. The gender differences are most 
noticeable at the strategic and first line manager levels. A two way Analysis of 
variance was conducted to explore the impact of gender and organisational position 
on the perceived value of CPD, but neither the main effects for organisational position 
I! (4, 172) = .413, Q $ .799] or gender (E (1 , 172) = 1.581, Q $.210], orthe interaction 
effect {F (4, 172) = .929, Q = reached statistical significance. 
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Figure 19: Perceived value of CPD by organisational position and gender 
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Figure 20: Perceived value of CPD by organisational position and membership 
level 
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As revealed in figure 20 (CPDV by organisational position and membership level) 
the highest value is given to CPD by FCIPD's operating at the most junior level. 
Across the rest of the categories the differences are minor, and across the whole 
distribution main effects (two way ANOV A) for organisational position lE (4, 172) = 
.941 , 11 "; .442] and professional level lE (I , 172) = .353, 11 "; .553], and the interaction 
effect lE (4, 172), = .580, 11 "; .678] did not reach statistical significance. Sadler-Smith 
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and Badger (1998 :69) found, using the same measure ofCPDV, that no statistically 
significant main or interaction effects were observed, suggesting 'that the value 
accorded to CPD by respondents is high irrespective of age, gender or job level' . 
Further analysis was undertaken by qualification level. Although none of the related 
literature appeared to have considered the impact of whether being a graduate would 
affect one's attitude to CPD, the welJ- qualified sample in the exploratory qualitative 
study had appeared to have a positive orientation to CPD, which intuitively one might 
expect. Figure 21 shows the perceived value of CPD by age and qualification level 
Figure 21: Perceived Value of CPD by age and qualification level 
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This appears to reveal that younger graduates appear to place the greatest value on 
CPD, which declines rapidly in mid-career, at which points the non-graduates place a 
much higher value, perhaps as a 'catch-up' strategy. However, a two-way ANOVA 
revealed that the main effects for age 1!15,197), = 1.064, J2..~ .382] and qualification 
level [E (I , 197), = .403, J2..~ .526], and the interaction effect [E(5,197), = .775, l1. ~ 
.775] did not reach statistical significance. 
Figure 22 shows the perceived value of CPD by organisational position (job level) 
and qualification level, where qualifications are represented by degree/no degree. 
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Figure 22: Perceived value of CPD by organisational position and qualification 
level 
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Figure 22 appears to suggest that although there is little difference across most of the 
groups, graduates at 'First Line Manager' level appear to place a much higher value on 
CPD. However a two way ANOV A revealed that the main effect for qualification 
level lE (1 , 172), = .055, !1 0> .814], the main effect for organisational position [F (4, 
172) = .439, ILo> .781], and the interaction effect [U 4, 172), = .354, !1 ,; .841] did not 
reach statistical significance. 
7.3.3 Employability 
This section addresses the following specific research questions: 
RQ20: What is this sample's self perception of their employability (main scale) 
RQ22: Are there differences in the main scale and sub-scales by age, gender, 
qualification level, professional level and job level? 
This was a sixteen-item scale with a possible range between 16 and 80. Table 24 
below provides selected descriptive statistics, and scale composition is discussed in 
detail in chapter 6. The development of a scale of employability arose as a matter of 
necessity as no suitable measure had been uncovered by the time the fieldwork was 
undertaken. One scale was uncovered at a later stage (Van der Heijden 2002 :44) that 
was based on a similar systematic approach and which also accounted for internal and 
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Table 24: Employability (and sub-scales): selected descriptive statistics by 
gender 
Total Employability 
male female 
N 112 121 
Missing data (%) 17.0 11.6 
Mean 54.39 56.57 
Std. Deviation 8.84 8.78 
Range 40.0 40.0 
Interquarti le range 12.5 12.0 
Skewness -.213 -.229 
Kurtosis -. 190 -.193 
Total (tempel) 
External 
Employability 
male female 
98 112 
12.5 7.4 
33.39 34.63 
6.17 5.93 
30.0 27.0 
10.0 7.75 
-.343 -.294 
.185 -.306 
Total (tempil) 
Internal 
Employability 
male female 
93 107 
17.0 11.6 
21.13 22.06 
4.06 3.88 
24 20 
5.0 5.0 
-.631 -.539 
1.526 .622 
external labour market factors, for which a scale alpha of 0.68 was reported . The 
alpha coefficient for the present study for the whole sixteen item scale was 0.88, 
considered high for an untested measure. Chapter 6 discussed the composition of the 
whole scale and that it is actually composed of two sub-scales, these being external 
and internal employability. External employability (tempe I) is represented by a ten 
item scale which had an internal correlation coefficient of .85, while the six-item 
internal employability scale (tempi I) had an internal correlation coefficient of . 79. In 
this sub-section descriptive statistics are presented for the whole scale first , then each 
of the two sub-scales in turn. However in chapter 8, where statistical relationships 
between variables are considered, the principal concern is for the main 16-item scale. 
In the present research, 233 respondents (83% males and 88.4% females) completed 
the 16-item scale. Responses showed a mean in the upper half of the range (55 .58), 
the standard deviation 8.84, with a fairly wide range of responses. The kurtosis value 
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of -.206 indicated many cases in the extremes (pall ant 2001 :54), and the distribution 
revealed a modest negative skew. The Kolmogorov-Srnirnov statistic (Sig = .200) 
indicates a normal distribution as it is more than .05 (Pallant 200 I :58). 
Figure 23: Mean Total Employability by Age and Gender 
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Splitting the data by gender (table 24, above) revealed no real differences across the 
measures, with the exception of the kurtosis (peakedness) of the external 
employability distribution. Female respondents gave a higher average score although 
the measures of dispersion were very similar (variance, standard deviation) as was 
the interquartile range, skewness and kurtosis. In fact, the whole distribution was very 
similar in almost every respect including normality, and even though it may appear 
that the women's scores were always just a little higher overall, this is not that likely 
to be the case in the wider population from which the sample was drawn. The degree 
of similarity was confirmed by an independent samples Hest (sig = .082), and the 
magnitude of the difference in the means was modest (eta squared =-. 152). 
Overall the high scores suggest that this is a sample with a fairly bullish outlook on 
their employment prospects with the women most confident of all, however further 
analysis of gender by age (Fig. 23, above) reveals some potentially interesting results. 
Having said above that using some measures the distributions by gender look very 
similar, analysis by age and gender reveals that they may not be. What is apparently 
remarkable in Figure 23 is the way women's self perceptions of their employability 
decline with age, from the very highest scores of all early in their careers. Does this 
suggest perhaps that as they age they perceive the need to hang on to the jobs they 
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have as they perceive relatively fewer options? Male respondents' perceptions of their 
employability peak in their early 50's (again surprising, thi s was intuitively expected 
to be earlier), then decline. The very low scores for some male respondents may be 
worthy of further investigation, notably in groups 2 and 3 (35-39, 40-44), these 
representing periods when one might reasonably expect them to be very upbeat about 
their developing careers. Overall while one might expect self-perceptions of 
employability to decline as respondents age, the extent to which this happened for the 
female respondents was surprising, as were the low scores for the early mid career 
males. 
A two-way betwen groups analysis of variance was conducted to explore the impact 
of age and gender on perceived employability, as measured by the full sixteen item 
scale developed for this study. There was no statistically significant main effect for 
age (Il. ~ .249) or gender (Il. ~ .407), or an interaction effect (Il.~ .119). 
Further analysis was undertaken on the two sub-scales for employability, which are 
discussed further in chapter 6. Figures 24 and 25 suggest that it is possible that 
Figure 24: Mean Total External Employability (tempeJ) by Age and Gender 
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women score higher early in their careers on external employability than on internal 
employability, but that mid-career males may perceive themselves as scoring higher 
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on internal employability. This is possibly due to their adherence to a belief in 
traditional, rational, hierarchical careers in internal labour markets. 
Figure 25: Mean Total Internal Employability (tempil) by Age and Gender 
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Two-way between groups analyses of variance were conducted to ascertain whether 
the (visually) apparent differences in figures 24 and 25 were statistically significant. 
First, on the impact of gender and age on total external employability (tempe1), 
subjects were divided into six groups according to their age. Levene's test of 
homogeneity ofvariances (sig. = .315) suggested that the assumption of homogeneity 
of variances had not been violated. There was no statistically significant main effect 
for age [f(5, 187) = .499, 12..$ .399], or gender [E(1,187) = 1.033, Q $ .490], nor was 
there a statistically significant interaction effect (gender*age: sig . .473). A two way 
ANOVA for total internal employability (tempil) also revealed no violation of 
homogeneity ofvariances (sig. = .292), no significant main effect for gender [E (1 , 
177) = .688, Q $ .408] or age [E (5, 177) = 1.006, 12..$ .415], and no significant 
interaction effect (age*gender: sig. = .559). Pallant suggests (2001 :66) that: 
, - sometimes what looks like a dramatic difference is only a few scale points.' 
Splitting the data again by membership level revealed little difference in responses 
between the two categories. Forty-seven Fellows and 153 members responded to this 
group of items, reflecting response rates of82.5% and 87.4 % respectively. That the 
response rate was lower than expected is attributable to the non-responses ITom self 
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employed or unemployed members the majority of whom were Fellows. Both 
categories of membership showed very similar arithmetic means (55.64 and 55 .53 
respectively) . The MCIPD's reported a higher standard deviation, a more negatively 
skewed distribution towards the high values, and a wider range of values. The 
youngest Fellows, whom one might intuitively expect to be enjoying significant early 
career success (see below), have the highest self-perceived employability. The scores 
for the MCIPD's are fairly consistent through their career, whereas the scores for the 
older FCIPD's decline from the early 'high'. Van der Heijden (2002 :53) noted that (for 
a very different sample): '- the older the employee, the lower his or her employability.' 
Correlation between age and employability is discussed in chapter 8. When the 
external and internal employability sub-scales were considered by membership level, 
there were no particular attributes of the results that suggest a need for particular 
investigation. In any case, as there are only small numbers of respondents (notably 
FCIPD's) in some of the age categories the data must be treated with some caution. 
Examination of mean total employability by organisational position and gender 
revealed some potentially interesting attributes of the distribution, as presented in 
figure 26. Respondents at the highest level reported the highest employability. 
Figure 26: Mean total employability by Organisational Position and Gender 
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A two-way between groups analysis of variance was conducted to explore the impact 
of organisational position and gender on mean total employability. There was a 
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statistically significant main effect for organisational position only II (4, 164) = 3.31 , 
Q ~. 012l , and the effect size was moderate (eta squared = .075). Post-hoc comparisons 
using the Tukey HSD test indicated that the mean score for the 'strategic' group 1 (M 
= 58.09, SD = 7.82) was significantly different from that for the 'colleague 
responsibility' group 3 CM =52.92, SD =9.47). There were no significant differences 
between any of the other groups. This finding reinforced the need to include 
organisational position as a control variable later in the study. 
Figure 27: Employability by Organisational position and membership level 
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Figure 27 illustrates how mean total employability maps against the five 
organisational levels, by membership level. Self perceived employability rises as one 
rises up the organisation, with only minor differences between the membership levels, 
although it is evident that more senior (by organisational position) MCIPD's feel more 
employable. Figure 28 presents the same information, for the external employability 
scale, followed by figure 29 for the internal employability scale. 
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Figure 28: Total external employability by professional level and organisational 
level 
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Figure 29: Total Internal employability by organisational position and 
professional level 
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Although the mean scores in each category are similar, comparison of the two bar 
charts reveals that in the four highest organisational position categories in each case, 
the relative position of members and fellows is reversed, albeit only by a small 
amount .. This could suggest that individuals at different levels of the organisation, or 
the profession, could have different perceptions of the internal and external 
employability, as measured by this scale. However one should be cautious about over-
interpreting simple bar charts, and the small numbers of respondents in some of the 
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categories is also noteworthy, and one could not be confident that the phenomenon 
would be represented in the wider population from which the sample were drawn. 
Figure 30: Total employability by age and qualification level 
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Employability was also analysed by age and qualification level, and the results are 
presented in figure 30. This reveals that apart ITom the 40-44 age group, possession of 
degree level qualifications has some, small positive impact on self perceived 
employability, at least for this sample, throughout their working lives. A two way 
analysis of variance showed a significant main effect for qualification level [E( 1,177) 
= 5.198, lLS .024], although the effects for age [E(5, 177) = 1.851, !1. S .105] and the 
interaction effect [E (5,177) = .516, lL5 .764] did not reach statistical significance. 
Post-hoc comparisons using the Tukey HSD test indicated that the mean score for the 
under 34 age group CM.. = 58.73, SD = 7.60) was significantly different from the 55+ 
age group CM = 58.33, SD = 7.60). The only comparable study (Van der Heijden 
2002) did not consider qualification level, focusing instead on a conceptualisation of 
professional knowledge. 
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Table 25: Employability item-by item mean scores 
No. Mean 
J 3.53 
2 3.46 
3 3.58 
4 3.65 
5 4.09 
6 3.63 
7 3.52 
8 3.33 
9 3.97 
10 3.42 
II 3.32 
12 3.28 
13 2.89 
14 3.56 
15 3.28 
16 3.39 
Item 
J have good prospects in this organisation because my employer 
values my personal contriblllion 
Even if there was downsizing in this organisation J am confident 
that J would be retained 
My personal networks in this organisation help me in my 
career 
I am aware of the opportunities arising in this organisation even 
if they are different to what I do now 
The skills I have gained in my present job are transferable to 
other occupations outside this organisation 
I could easily retrain to make myself more employable 
elsewhere 
I can use my professional networks and business contacts to 
develop my career 
I have a good knowledge of opportunities for me outside of this 
organisation even if they are quite different to what I do now 
Among the people who do the same job as me, J am well 
respected in this organisation 
People who do the same job as me who work in this organisation 
are valued highly 
If I needed to I could easily get another job like mine in a similar 
organisation 
People who do a job like mine in organisations similar to the one 
I presently work in are really in demand by other organisations 
I could easily get a similar job to mine in almost any 
organisation 
Anyone with my level of skill and knowledge, and similar job 
and organisational experience, will be highly sought after by 
employers 
I could get any job anywhere so long as my skills and experience 
were reasonably relevant 
People with my kind of job-related experience are very highly 
valued in their organisation and outside whatever sort of 
organisation they have previously worked in 
Key: Internal employability 
External employability 
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The employability scale was also subjected to descriptive analysis on an item-by-item 
basis, as given the systematic progression in the original conceptual diagram from an 
internally me-focused perspective on employability (the top left hand corner of the 
diagram in Figure 2) to an external profession-focused perspective (the bottom right 
hand corner of that diagram) it might have been reasonable to expect a pattern in the 
responses. For example, if individuals might reasonably be expected to feel more 
confident within their own set of skills, within their own organisation, and within their 
own profession, one might expect to see a declining score across the scale from item I 
to item 16. This would represent the shift from an internal focus (likely to score high) 
to an external focus (likely to score low). where, although there is substantial 
variation in the scores, a slight general downward trend from 'left to right' (ie. top to 
bottom of the list) is just about observable. This may suggest that even our sample of 
self-confident professionals feel most comfortable within their own organisational and 
professional context . The results are presented in table 16. Internal employability 
items are shown in italics. 
Within the scores there were fairly substantial variations for this sample, for example 
item 5, relating to 'skills gained', scored relatively high (Mean = 4.09), whereas item 
13 had the lowest mean score (2.89), although respondents could be forgiven for 
being somewhat more modest against such a bold statement. The scale construction is 
discussed in detail in chapter 4. 
7.3.4 Subjective Career Success 
This section addresses the following specific research questions: 
RQJ6: What does this sample believe about their subjective career s1lccess? 
RQJ7: Are there differences by gender, age, membership level, qualification level and 
job level? 
Subjective career success was measured using an eight item scale, with a possible 
range of values from 8 to 40. Some respondents scored the scale maximum, with a 
fairly narrow range (interquartile range 6.5, standard deviation 5.75).The distribution 
was not especially peaked (kurtosis -.034) and had a modest negative skew (- .280). 
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There was no significant difference in the arithmetic mean by gender (sig = .950 
based on an independent samples Hest, eta squared .00002!) .The females had a 
slightly larger standard deviation and a much larger interquartile range for the main 
body of the 50% of tbe responses. Both sexes report a similar negative skew towards 
the higher values, with the males having a much more 'peaked' (positive kurtosis) 
distribution. The spread of women's scores may suggest that some women feel 
Table 26: Subjective career success by gender 
Male (I) Female (2) 
N 112 121 
missing data (%) 11.6% 9.9% 
Mean 29.66 29.71 
Std. Deviation 5.29 6.17 
Interquartile range 6.00 9.00 
Skewness -.292 -.277 
Kurtosis .662 -A54 
Figure 31: Mean Total Subjective Career Success by Age and Gender 
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frustrated with their lack of career success, perhaps attributable to factors associated 
with gender discrimination, confirming the view of Van Eck Peluchette (1993 : 193) 
who suggested that women were likely to feel less successful than men. At the top end 
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however, successful women feel much more positive about their success, supporting 
Simpson and A1tman's view (2000: 190) that those women who have broken through 
the 'glass ceiling' may well be individuals of exceptional calibre, although early 
discussion of this result with female colleagues revealed that some may find this 
conclusion patronising . Figure 31 (subjective career success by age and gender) 
shows a slight dip in self-perceptions of career success for the male respondents in 
mid career, with mid career females feeling the most successful, although late career 
males the most successful of all . This could be because they are at the highest level in 
organisations. However a two-way between groups analysis of variance did not reveal 
any significant main or interaction effects. 
Table 27: Subjective Career Success by Membership level 
FCIPD's (1) MCIPD's(2) 
N 57 175 
Missing data (%) 8.8% 10 9% 
Mean 31.21 29.17 
Std. Deviation 6.06 5.58 
Range 24 .00 28.00 
lnterquartile range 8.50 7.00 
Skewness -.471 -.271 
Kurtosis -.189 .133 
Data for subjective career success were also split by membership level, and selected 
data are summarised here. The FCIPD's responses show a stronger negative 
skew towards the higher values indicating as one might expect that these are 
individuals very pleased with their career success, but the MCIPD's responses are 
more peaked (higher, positive kurtosis), although it must be remembered that there are 
roughly three times as many respondents represented here. With the exception of the 
mid-career 'dip' identified with other measures, late-career Fellows report the highest 
levels of career success, as one might expect. An independent samples t-test found a 
significant difference between the mean scores (! [206] = 2.233, l! OS; .027), although 
the magnitude of the difference was quite small (eta squared = .024). 
23 1 
Figure 32: Subjective Career Success by Age and Membership Level 
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Figure 33: Mean total career success by organisational position and gender 
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Early career Fellows (age groups 2 and 3) are very upbeat about their career success 
to date (this measure, essentially historical) as well as their potential for the future 
(employability above, essentially future-focused) . There is a mid-career 'dip' for both 
categories. 
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A two-way between groups analysis of variance was conducted to explore the impact 
of age and membership level on subjective career success. Levene's test of equality of 
error variances indicated that the homogeneity of variances assumption was not 
violated (R = .112). There was no significant main effect for age ([E (5,185) = .751 , R 
~ .586), with a quite significant effect for level [E.(I , 185) = 3.263, R ~ .072] , 
although the effect size was small (eta squared = .017). There was no significant 
interaction effect [E (5, 185) = . 572, ~ .721). Post -hoc comparisons using Tukey's 
HSD test indicated no significant differences. 
Subjective career success was also analysed by organisational position and gender, as 
represented in figure 33 . As one might expect, perceptions of success rise the higher 
the respondent's position in their employing organisation. A two-way between groups 
analysis of variance was conducted to explore the above relationships further. 
Levene's test of equality of error variances revealed no violation of the homogeneity 
of variances assumption. There was a statistically significant main effect for 
organisational position [E (4, 168) = 6.19, P ~ .00) and the effect size was large (eta 
squared .13). Post-hoc comparisons using the Tukey HSD test indicated, as for 
employability, that the mean score for the strategic level group I, CM = 31.47, SD = 
5.03) was significantly different to the mean score for the 'colleague responsibility' 
group 3 (M = 28.67, SD = 6.18). The main effect for gender and the interaction 
effect did not reach statistical significance. 
Figure 34 illustrates how subjective career success maps against the self-reported 
organisational position, by qualification level, using the five categories determined for 
this study, namely strategic level, senior officer level, colleague responsibility level, 
first line managers, and operational level. This would appear to indicate a connection 
between career success, organisational position, and being a graduate, in that senior 
people with degrees believe they are highly successful. 
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Figure 34: Career success by organisational position and qualification 
level 
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Exploring this further by means of a two-way analysis of variance revealed a very 
statistically significant effect for organisational position IT (4,168), = 6.910, P $ 
.000] , and according to Pall ant (200 t:J75) the effect size was large (eta squared = 
. 141), although there was no significant main effect for qualification, or interaction 
effect. 
The impact of professional level and organisational position on subjective career 
success were explored by means of a two-way ANOV A. This revealed a statistically 
significant main effect for organisational position, rE (4, 168), = 4.558, Il. $.002], with 
a moderate to large effect size (eta squared = .098). Professional level showed a quite 
statistically significant result [E (1 , 168) = 3.514, l! $ .063] but with a small effect 
size (eta squared = .020).The interaction effect was also quite statistically significant 
rE (4, 168) = 2.256, l! $ .065], with a moderate effect size (eta squared = .051). As 
with employability these results reinforced the need to include 'organisational 
position' as a control variable. The individuals in 'First Line manager' positions may 
well be those enjoying early career success. 
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1--____________ _ _ 
While more detailed analysis of the relationships between the variables is presented in 
chapter 8, even at a descriptive level some comparisons can be made, such as between 
employability and career success. Examination of the shape of the bar-chart responses 
reinforces the point developed later that these are qualitatively different constructs. 
For example, career success dips for mid-career males at a time when employability 
rises. Perceived employability declines for females over time, career success less so. 
Career success rises for the FCIPD's over time, while their employability declines. 
For organisational position, there are strong similarities in the distributions by gender, 
but quite different distributions, in appearances at least, by professional level. Clearly 
for all the above statements the qualifier 'for this sample' needs to be added, and there 
is considerable scope for extending this aspect of the research with other professional 
or occupational groups. Here, career success is likely to be linked, especially in the 
minds of older respondents, with past hierarchical career progression. Employability 
is a more contemporary or future-related concept relating to the sustainability of a 
career. 
7.4 CPD ENGAGEMENT 
The following section is an analysis of the results obtained from the last thirty-three 
items on the survey questionnaire which invited respondents to identifY which CPD 
strategies they employed and to what extent. The following research questions are 
addressed: 
RQ27: What are the most commonly reported means a/updating/or this sample? 
RQ28: What are the differences by age. gender. qualification level. membership level. 
alld job level? 
The items were scored on a five-point scale as follows: 
• never used/Of' my CPD (scores I) 
• rarely used/or my CPD (scores 2) 
• occasionally used/or my CP D (scores 3) 
• quile o/tenused/or my CPD (scores 4) 
• frequently used/Of· my CPD (scores 5) 
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Table 28: CPDE RANKED BY MEAN SCORE 
RAN K ITEM NO. ITEM M EAN 
I. 24 .Regular reading of journals and 4 .04 
books relevant to my profession 
2. 19 Sharing knowledge with colleagues 3.92 
3. 22 Reading work-related documents 3.73 
from my organisation 
4 3 Acquiring generic transferable ski lls 3.67 
and competencies related to my job 
5. 3 1 Spontaneous learning arising from 3.52 
work or personal activi ties 
6. Practising the rules and procedures 3.44 
of my work organisation 
7. 18 Learning through info rmal tean1\vork 3.42 
in the workplace 
8. 10 Reflective discussions with colleagues 
that a re informal but still relevant to 3.35 
the profession 
9. 20 Action learning : learning from 3.33 
development projects 
10 5 Acquiring knowledge through 3.04 
browsing websites or 'surfUlg the net' 
11 23 Keeping a portfolio record of CPO 3.02 
activi ties I have undertaken 
12 12 External courses my employer has 3.0 1 
paid for 
13. 2 1 Membership of committees at my 2.99 
place of work ego quali ty, health 
and safety 
14 II My employer's interna l training 2.96 
courses 
15 2 Learning professional knowledge ego 2.88 
ClPO professional codes of practice 
16 9 Reflective discussions with 2 .79 
colleagues as part of a formal 
development review process 
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Table 28 conld. 
17 30 Learning that is carefully planned 2.72 
in advance 
18 14 Technical training eg. courses where 2.64 
( am learning how to use new 
computer software 
19 29 Other personal activities outside of 2.62 
work ego hobbies, scouts/guides, 
community or religious organisations, 
voluntary activities 
20 4 Undertaking acadcmic study that 2.43 
isn't necessarily related to my job 
or profession 
21 25 Authorship of technical papers 2.24 
(internal or external to the 
organisation) 
22 6 Exchanging emails on professional 2.22 
topics with other C(PO members 
23 8 Keeping a reflective diary over an 2.17 
extended period of time 
24 28 Full or Part time teaching in a 2. 14 
subject area related to my profession 
25 17 Participating in internal secondments 1.97 
or transfers at my place of work 
26 26 Attending C(PO branch meetings 1.87 
regu larly 
27 13 My employer's open learning 1.84 
provIsIon 
28 15 Working towards a vocational 1.76 
qualification where I am sponsored 
by my employer 
29 16 Working towards a vocational 1.59 
qualification which I am paying 
for myself 
30 7 Taking part in an onJine discussion 1.56 
forum relevant to my profession 
31 27 Membership of committees relevant 1.54 
to C(PO 
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The five-point rating scale was used to give visual consistency with the remainder of 
the survey. Missing data were coded as '9' . The extent to which individuals utilised a 
particular strategy was evidenced by the score provided. 
The first of the last two items (,what is the main professional or work related area, 
competence or skill that you wish to develop during the next few years') aimed to 
identify respondents' future CPD needs. The final item invited respondents to make 
any comments they wished in relation to the questionnaire's topics, including their 
CPD, their employability, their profession and their career. Each of these items 
provided a rich source of qualitative data, and responses are listed in appendices 4 and 
5 respectively. The facility for comparison with existing literature is somewhat 
limited however as for example Sadler-Smith and Badger (1998) did not consider 
what CPD their sample had done, more a focus on their attitudes to CPD in general 
and record-keeping in particular. Research by Sadler-Smith et al (2000), which 
included (page 248) identification of preferred learning methods for C1PD members 
was not uncovered until a later stage in the research. In the present study, some 
caution must be exercised in respect of over-interpreting these results as in many 
cases the differences in mean scores between ranked items are defined by the second 
decimal place. Table 28 includes a listing of mean score responses . 
Data were collected for the Nottingham respondents only, as these question items 
were added after the Derby dataset had been collected. One hundred and nineteen 
questionnaires were returned (a 21.56% response rate). As the results were to be 
reported as a ranked list some consideration was given as to how this should be 
presented: as a ranked list of absolute total scores for each item, or as a ranked list of 
the mean scores for each item. The latter approach was adopted as it was believed that 
this would factor-in recognition of where respondents had not entered anything at all, 
and the response had been coded as missing data. 
The most popular method of updating was identified as 'regular reading of books and 
journals relevant to my profession'. The C]PD publishes a twice-monthly magazine 
(people Management) and it is likely that this is the principal focus . In addition, one 
characteristic of the professional knowledge associated with the Human Resources 
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profession in the UK is that much of it is either codified as law, or codified as good 
practice by organisations such as ACAS or the CIPD themselves. Jones and Fear 
(1994: 56) had found that 'reading current management literature' was the most 
common form of updating for their respondents. 
'Spontaneous learning arising from work or personal activities' was ranked fifth in the 
present survey. Harris (2000b:2) noted that for their respondents 'the second most 
common form of learning activity was self directed or informal learning (33% to a 
great extent, 49% to some extent), while they also reported that '6\ % of corporate 
members thought their learning was fairly evenly spilt between planned and 
spontaneous' . while '25% thought it was mainly spontaneous arising from work'. Their 
most common CPD strategy had been 'professional work based activities', which 
included writing reports and presentations, planning and running in-house training 
events, and problem solving. Van Der Heijden (2002:59) offered cautionary 
comments in respect of reliance on work based learning strategies in the sense that 
individuals could find themselves operating in too narrow a skill domain, and a 
reliance of work-based strategies was perceived as too introspective. 
To extend Van Der Heijden's point using the present data set, here, eight of the top 
nine items were related to learning approaches located in the work organisation. 
Professional knowledge is by definition different to employer 'owned' procedural 
matters, and in focusing so much on employer-located learning professionals may not 
be adding the breadth that is professional knowledge, beyond the organisation. 
The next item, in 10th place, ('acquiring knowledge through browsing web sites or 
surfing the net') may reflect the tendency of organisations such as the CIPD, ACAS 
and also certain government departments to provide codes of practice or similar 
information as downloadable documents in the form of Acrobat files . Harris (2000a: 6) 
reported only a modest interest in web-based strategies, and in fact participation in 
online discussions is placed next to bottom of the list in this study. Overall one may 
conclude that despite the strong rhetoric about the growth of online learning, so far as 
practitioners are concerned this development may be over-sold, supporting the views 
of Glover (2001 :44) The respondents to the Harris survey (2000a:6) had agreed with 
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the use of web-based strategies 'to encourage discourse among professionals using 
themed discussion groups.' 
In eleventh place came the actual recording of CPD, which respondents recognised as 
a development activity in itself, perhaps through providing an opportunity for 
reflection. Sadler-Smith and Badger (1998 :71) reported that their respondents were 
'least well disposed towards CPD targets and recording'. 
Internal and external courses (formal training) then feature among the next group of 
items, along with membership of committees at the workplace, although it is not clear 
whether these duties are voluntary or undertaken through a sense of organisational 
citizenship behaviour. Harris (2000b:2) reported that 24% of their respondents used 
courses to a great extent and 48% to some extent. From this point on the items present 
themselves with in no noteworthy order, although a number of points can be made. 
Codified professional knowledge is located in 15th place, which might have been 
expected to rank higher considering the professional knowledge in this field is largely 
codified as employment legislation, or as 'good practice' as promoted by ACAS or the 
CIPD. Personal hobbies (19th place) present themselves as a valuable learning 
opportunity and these were presented ahead offormal training courses. Harris 
(200b :2) had reported personal activities as utilised by 16% to a great extent and by 
38% to some extent. Non work-related academic study (20th) ranked ahead of 
working towards vocational qualifications (28th and 29th places), whether paid for by 
the employer or not. This is substantially different to the emphasis placed on 
qualifications by lones and Fear (1994). Harris (2000a:4) noted that for their 
respondents: 'many expressed dissatisfaction with the relevance of traditional 
classroom based learning and its transferability back to the workplace.' 
Engagement with CIPD 'institute' activities ranked very low with attending branch 
meetings in 26th place and committee membership identified last. Again, This is very 
different to the Harris respondents (2000a:4) where 41 % claimed to attend branch 
meetings, although their sample included student members. The author is a member of 
the Derbyshire and Nottinghamshire branch committee and has observed that student 
members appear to make up at least half of the attendees at branch events. lones and 
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Fear (1994:56) reported that 5% oftheir respondents attended branch meetings. The 
variable responses could also relate to question wording: a respondent who attended 
just one meeting a year would be included in the lones and Fear, and Harris 
responses. The question in the present study relates more to the effect of attending 
branch meetings. There were no responses to items 93 and 94: 'other'. 
Overall the results would suggest that Human Resources practitioners gain most, but 
by no means all, of their professional development from within their job role. Sadler-
Smith and Badger (1998 :71) had emphasised the importance ofCPD as 'an integral 
part of members' routines' and this study would seem to support that view. Sadler-
Smith et al. (2000:249) found that work based methods were preferred by their 
respondents, with self-directed methods the least preferred. They noted that although 
, techniques such as distance learning and computer based methods' had been heavily 
promoted, these were rated as less effective by their respondents than work based 
methods. What is noteworthy is the focus on activities owned by the organisation or 
closely related to their present job role, supporting the view of Bird (1994) of 
'organisations as platforms for learning' and Herriot and Pemberton's (\ 995) 
'development deal' . Sadler-Smith et al (2000:252) had noted that : 
'it is a matter of concern that there is little enthusiasm for techniques that lie at the 
heart of flexible learning and the notion of learner responsibility which underlie so 
much of modern training and development'. 
The present study suggests that there may be some reliance on self directed methods, 
although there is still a strong organisational focus . 
For individuals therefore, a future focus may well be on emphasising how to 
maximise the value of their in-role learning. However this should be matched by 
raising their awareness of learning opportunities beyond their present job, as this is 
where professional, rather than organisationally owned knowledge can be developed. 
For organisations, perhaps they should question whether it is worth promoting the 
notion of academic study (whether supported or not) when the practitioners 
themselves see little developmental payoff from it. Maguire and Fuller (1997:176) 
distinguished between the 'use' and 'exchange' aspects of qualifications, meaning that 
the content of a qualification needs to have some intrinsic usefulness ('use'), rather 
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than simply being an item of value in the labour market which may be a ticket to a 
better job ('exchange') . This is an issue for course providers such as Higher Education 
Institutions in an era where the cost of engaging with qualifications is increasing, 
consumers (ie. students, both full and part time, or their employers) are likely to be 
more selective and more demanding about what they engage with. 
For the professional institute itself, a number of issues are suggested. That 
professional development is an issue at the top of the professional's agenda is not in 
dispute, and there are many examples of efforts to promote this (eg. Maguire and 
Fuller 1997, WaIT 2001 , Viney and Muller 2002, White 2002, Redmond 2003). The 
last few years have seen a plethora of publications in almost every professional 
institute magazine exhorting their members to 'do CPD'. A journal with the title of 
Continuing Professional Development promotes the generic issues, and the 
Professional Associations Research Network (P ARN) is a forum for interprofessional 
discourse. At a practical level however a number of needs present themselves. First, 
mechanisms need to be provided to recognise and record the learning and 
development from a wide range of activities. What this study has suggested is that if 
professional members are left to exercise self-direction in their choice oflearning 
activity - and after all , they are professionals so one might reasonably expect this -
they are not necessarily going to acquire the breadth of development that is necessary 
for professional learning as opposed to in-role training. The challenges are how to 
promote this breadth without over-prescription (Taylor 1996 :384, Sandelands 
1998 :75, Blyth 2000 :53), while at the same time recognising that many 
developmental activities fulfill both an individual and an organisational agenda 
(Kennie and Enemark 1999: 155). If individuals are to see a need to engage then they 
need to believe in the benefits of doing so (Jones and Fear 1994:51). 
Opportunities for comparison with other relevant work are limited due to the limited 
amount of empirical research in the field . Jones and Fear (1994) placed a similar 
emphasis on work-based development, often informal and self-directed. They 
reported that 79% of their respondents made use of on the job CPD opportunities, 
68% informal self-directed learning, and 54% learning not leading to qualifications. 
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The other main empirical study available (Sadler-Smith and Badger 1998) focused on 
attitudes to CPD targets and recording rather than what was actually undertaken. 
Sadler-Smith et al. (2000) considered preferred learning methods but principally 
focused on cognitive style, which may be considered in a future extension of this 
research. Their findings (with a similar sample) suggested a reliance on directed 
learning methods, wrule the present study suggested that for this sample more 
informal methods oflearning may be preferred. 
Early models of CPD emphasised inputs such as 'hours spent' (Senior 2002 :2) a 
measure avoided in the present study although in retrospect this would have provided 
a some quantifiable measure of engagement. Kennie and Enemark (J 998: 157) also 
emphasised the distinction between 'formal modes oflearning' (eg. conferences, 
qualification based courses) and 'informal modes oflearning' (eg. secondments, 
experiential learning at work) . 
The present study has supported the findings of Harris (2000a), where 62% of 
respondents reported that learning was 'spontaneous, arising from work activities' 
(page 4), with a strong organisational focus towards work-based learning. Hams 
(2000a: 11) recommended a segmented approach to CPD on the part of professional 
organisations (actually also the CIPD in the case of the Harris study) to recognise the 
diverse needs of CIPD members: the sample are rather less homogenous than one 
might expect. However for the CIPD having a workable scheme of CPD is a matter of 
necessity, especially as from July 2002 all members passing the professional 
qualifications have had a mandatory requirement to register their CPD including an 
action plan for the future (Glover 200 I :44) Overall this section of the descriptive 
results has suggested that although the CIPD may not have universal support for its 
CPD strategies, those members who responded have engaged with a wide range of 
CPD opportunities, but there still needs to be careful consideration of what members 
actually get out ofCPD, at an individual level beyond simply a 'licence to practice' . 
The next section considers a measure of individual engagement with CPD. 
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7.5 A Measure ofIndividual Engagement with CPD 
To attempt to develop a measure of individual engagement with CPD requires an 
awareness of some of the potential weaknesses of using the descriptive listing 
described above as the basis for an individual measure of CPD. In this research, 
respondents were invited to indicate their relative utilisation of each of the CPD 
strategies rather than the amount of time or effort expended on each one. Thus 
(bearing in mind that this is a hypothetical , extreme example) a respondent could 
spend all of their time on just one activity, 'practising the rules and work procedures 
of their organisation', and no time at all on any other item. Thus their total score 
would be: 
respondent a [(1 x 5) + (30 x I)] = 35 
As a comparison an individual who engaged with a wide range of activities all to what 
they perceived to be a moderate amount could score: 
respondent b 31 x 3 = 93 
Table 29: Nottingham Respondents by Age, Gender & Membership level: (No.) 
Totals MCIPD FCIPD 
Male Female Male Female Male Female 
>34 3 10 , 9 0 1 J 
35-39 7 18 6 18 0 
40-44 6 11 3 10 3 1 
45-49 12 9 9 8 3 
50-54 9 7 4 5 5 2 
55+ 9 8 6 7 3 
In the above example, should one conclude that respondent 'b' had engaged with CPD 
more than respondent 'a'? The raw score would suggest this, and 'b' certainly 
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benefitted from a greater range ofleaming experiences, thus subjectively we may 
infer that this is the case. What we do not know from this data however is how 
conscientiously each respondent engages with his or her preferred learning strategies, 
and the depth of reflection they engage in to take them beyond 'surface learning' into 
the domain of 'deep learning' (Hoeksma et al. 1997). It is therefore with this 'health 
warning' in mind that the following results are considered. 
A further caution relates to the smaller sample size. Data for CPD engagement was 
only gathered for the Nottingham respondents. Thus when the data is analysed by age, 
gender or membership level the actual numbers in some categories are now very 
small, rendering meaningful analysis difficult. Table 29 above illustrates the issue. 
Because of the small numbers of respondents in the FCIPD category across most age 
groups, analysis by membership level was not undertaken at this stage, and may be an 
avenue for extension of the study at a later date. 
Using the procedure outlined in Pallant (2001 :76), a 'total scale score' was calculated 
for the thirty-one items of 'CPD engagement' . The reason for doing this was to 
undertake descriptive analysis such as by gender or age and to be consistent with the 
treatment of the survey items. An internal correlation (alpha) coefficient was 
calculated at .88, but again this should be treated with caution as this listing was never 
intended to be a scale designed to have good psychometric properties, simply to be a 
comprehensive list of ways in which individuals could engage with CPD. 
Table 30: Total CPD Engagement, Selected Descriptive Statistics by Gender 
Male Female 
Mean 83.45 84.22 
Std. Deviation 18 .74 17.81 
Range 81.00 112.00 
Interquartile range 27.00 15 .00 
Skewness -.405 .282 
Kurtosis -.379 2.192 
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Tn this case the high alpha coefficient is likely to be a consequence of the large 
number of scale items rather than any inherent psychometric properties. 
As can be seen from table 30, while the means and standard deviations are more or 
less identical, the female respondents' range is wider and the distribution more peaked 
as evidenced by the interquartile range and the kurtosis, with some outlying values. 
The male distribution is negatively skewed. 
Figure 35: Mean Total CPD Engagement by Age and Gender 
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Figure 35 above illustrates mean total CPD engagement by age and gender. The most 
noticeable difference is between the male score in the lowest and highest categories, 
and that whije male scores decrease with age, the females show a slight increase. 
A two- way between groups analysis of variance was conducted to explore the impact 
of age and gender on CPD engagement. Levene's test of error variances (p 5; .027) 
suggested that the assumption of equality of variances was violated, so the analysis 
proceeded with equal variances not assumed, and a more stringent significance level 
set of .O I . There was no statistically significant main effect for age rE (5, 84) = 1.221, 
l! ~ .306], or gender !::E(l , 84) = .. 060, l! ~ .808], or an interaction effect, although this 
came closer to statistical siginficance !::E(5,84) = 1.741 , ru; .134]' These analyses 
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reinforce the cautionary points made in Pallant (2001 ;191 et seq.) that firstly one 
should not get 'too excited' about apparent differences revealed diagrammatically, and 
also that many factors can influence statistical significance: in this case the small 
sample sizes in the various age categories by gender need to be considered, as the 
power of the sample is likely to be too low. 
Figure 36: Mean total CPD engagement by organisational position and gender 
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Figure 36 illustrates mean total CPD engagement by organisational position, and 
gender. The males in the 'senior officer' level showed the highest engagement with 
CPD, reflecting perhaps a connection to career ambition. Ambition was not included 
as a measure in this study, but may be an avenue for future research. 
Figure 37: ePD Engagement by age and qualification level 
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The highest engagement by professional level was shown by the most senior fellows, 
again reinforcing the point that they are likely to see themselves as being pace-setters 
in CPD, as well as tending to be highly professionally committed. Analysis by age 
and qualification level, as demonstrated in figure 37, reveals that while younger 
graduates show greater engagement (as reported by this measure) with CPD, this 
drops markedly in mid-career, rising again by late career. Making a (somewhat 
tentative!) connection to a recurring theme from the qualitative research (chapter 5), 
one could speculate that this is the point at which either the graduate respondents 
encounter greater family responsibilities, because they have had children later than 
non-graduates, or because of the pressure of work in mid-career. The effect of age 
and qualification level on CPD engagement were explored further using a two-way 
analysis of variance. No significant main effects were found for either age [E ( 5, 84) -
1.250, 11 5: .293] , or qualification level [E (1,84) = .908, 12 5: .343], but there was a 
significant interaction effect [E (5,84) = 2.647, 12 5: 028], with a large effect size (eta 
squared = .136). Post -hoc tests using Tukey's HSD test did not reveal any statistically 
significant result, although splitting the file by qualification level revealed that CPDE 
engagement for graduates in the 45-49 age category was significantly different to 
most of the other age categories. 
As can be seen here, the measure of individual engagement with CPD offers 
substantial potential for further development and for replication with other groups of 
professionals, and there remain a number of questions to follow up. In subsequent 
studies care should be taken to ensure that a large enough sample is used to give 
meaningful sub-samples in the various age categories, and also in the organisational 
position categories: there are just two males at 'first line manager' level. 
The potential for comparison with similar studies is limited because they have tended 
not to examine quite the same things. Sadler Smith and Badger (1998 :71 et seq.) 
considered 'commitment to professional development' and 'CPD targets and 
recording', and on the latter measure found that males in senior positions were the 
least well disposed towards that aspect ofCPD. They also found (page 72) that 'newer 
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members were more favourably disposed towards CPO targets and recording' . Sadler-
Smith et al (2000) considered CPO preferences and cognitive style, and found that 
(page 250) female intuitive learners showed a preference for work-based methods, 
while male intuitive learners least preferred them. They found no significant gender 
differences in relation to self-directed methods. Overall, while the opportunity for 
comparison with other studies is limited, this does emphasise the originality of this 
research. Correlations, for example between age and CPOE, and CPDE and CPDV 
are considered in chapter 8. 
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7.6 Endnotes 
This section of thi s chapter briefly considers the responses to the open questions at the 
end of the questionnaire, which are li sted in appendices eight and nine. 
7.6.1: 'Any other comments?' 
Appendix 4 li sts the responses made to the question: 'Please IIse this space for allY 
other comments you may have in respect o./ yollr CPD, holV you fee l about YOllr 
employability , your profession or yo"r career'. The responses are li sted in the 
appendix identified by SPSS ID number, age and gender. Although care must be 
taken in avoiding over-interpretation of descriptive data, some themes were very 
apparent, and these are di scussed further below. 
Of the fifty-one respondents to this item, nine identified age as a matter of concern, 
thi s being more than for any other identifiable response. Comments included : 
'\ have an extensive range of experience however I find now that I am past 50 my age 
is against progression in many organisations' [female 52] 
'Sadly CPD cannot overcome the ageism still found in industry. At 52 I regard myself 
as unemployable if this role ever fini shed! [male 52] 
Such concerns refl ect the fi ndi ngs reported above in respect of declining 
pereceptions of employabili ty especially among female respondents. One respondent 
recognised the challenges but offered a positive contribution that could be made by 
older employees generally: 
'Conventional CPD is difficult for older members at end of working Life. Would like 
to see a different focus for us - on mento ring and coaching others' . [female 56] 
Eight respondents expressed concerns about the recording process involved in CPD 
(including time management), and although Sadler-Smith and Badger ( 1998: 71) 
identified that their 'respondents were least well di sposed towards targets and 
recording' on the whole their respondents were positive about this, a similar inference 
can be drawn for the present sample. Responses ranged from that of the unidentifi ed 
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respondents who suggested that : 'I do the CPD, recording and writi ng it all up is 
another matter!', to : 
'CIPD make this process far too formal - which leads people to concentrate on 
training opportunities at the expense of development opportunities. No follow-up on 
process - a paper led exercise' [female 29J 
Three respondents pointed to work-life balance issues as being a matter of concern 
especially the need to 'do CPD' as well as handling domestic responsibilities, and the 
fact that the profession tended not to be so fam ily friend ly as job share opportunities 
in HR were relatively scarce. Some respondents echoed concerns uncovered in the 
literature review about the extent to which CPD was affected by employer's attitudes 
to development. These concerns included a view that employers were shifting 
responsibility for development (thus becoming self-development) onto employees as 
a result ofCPD, whi le other respondents were concerned about or a lack of 
development opportuniti es within a particular organisation. 
Those respo ndents who did choose to offer further comments were on the whole 
negative, notably: 
'I don't care a fig for formali sed CPD and the need to evidence it to satisfY ClPD 
requirements. I've always been successful without CPD or the C[PD. I'm not 
ambit ious - I just want to be happy and stress free - and I am!' [female 47J 
and : -
' \ don't remember actively engaging in CPD. I have only attended three lPD meetings 
in my career' [male 5 1]. 
However one might consider the extent to which this may be due to an individual 
wor\cing with a transactional psychological contract : 'My attitude to work is fai rly 
hard headed. [t is a business contract. I could do other things'. [male, 49J 
Of the few respondents who did offer positive comments, these offered a pragmatic 
approach not necessarily aligned with the level of prescription that some institutes are 
moving towards. For example: 'CPD is essential - even if not documented formally or 
in great detail, as it provides a realistic summary of previous achievements and future 
professional planning requirements' [female 3 1 J. 
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Finally a number of respondents offered concerns about the lack of relevance of 
questionnaire items to individuals working as self-employed consultants, and 
especially in training and development . [n fact, since the initial fi eldwork was 
undertaken this has emerged as an issue in the CIPD nationally, and the Institute have 
been keen to emphasise that they do value such members and have issued policy 
statements as a result (eg. ClPD 2002c). 
7.6.2 'What is the main professional or work related area, competence or skill 
that you wish to develop during the next few years? 
This question was added to the end of the revised questionnaire sent to the sample 
with Nottingham postcodes. Their responses are li sted in appendix 5. Eighty-nine 
responses were received, almost all of which identifi ed just one priority item. Very 
clear themes emerged, which are summarised below. Where percentages are quoted 
these have been rounded to the nearest whole number. 
Twenty per cent of respondents identified 'strategic HRM' or closely related topics 
(eg. change management, strategic decision making, organisational development) as 
their main priority area fo r development, suggesting a connection to l ones and Fear's 
(1994:56) findings of the need to link individual CPD to corporate plans. lones and 
Fear's respondents also identified (1994:55) 'strategic HRM' as their primary 
development need, fo llowed by employment law, training and development, the 
changing environment of HRM, employee relations, and computeri sed information 
systems .. 
In second place in the present study (1 6% of respondents) were issues related to 
coaching, mentoring and training; meaning here the skills development to deliver 
these activities. Thi s refl ects perhaps the develo pment focus of many of the 'trainers' 
in the profession, whose perceived under-representation was a live issue for the CIPD 
at the time the study was undel1aken (CIPD 2002c). 
Not surpri singly employment law and European Law, both constantly changing 
features of thi s profession's knowledge base, featured high on the list with 10% of 
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respondents reporting thi s as their priority development need. Also unsurpri sing is the 
identification of IT updating (7%), although that employee relations was a priority for 
just 6% may be indicative of a slight change in the 'climate' of organisations at the 
start of the 21 st century. 'Personnel managers' of the \980's would typically spend a 
good deal of their time on di spute resolution. Compensation and benefits related 
issues (including job evaluation) also scored 6%, as did planning for one's own 
retirement, as opposed to the retirement of others. 
These were followed by a group of topics mentioned by just two respondents each, 
including work-life balance, managing staff, European languages, strategic 
management development, psychometric assessment, counselling skills, neuro-
linguistic programming (NLP), and diversity and equality issues. Two academic 
respondents included a range of very specific education-related needs including 
assessing Doctoral presentations (!). Finally a long list of items were mentioned by 
just one respondent including health and safety, retirement planning for others, 
succession planning, working in the private sector, and influencing skills. There were 
some rather unusual suggestions too, including 'blue-skies thinking' and complexity 
theory. 
The responses to thi s item tell us that there are some significant themes which can be 
addressed by the Institute's own national or local (branch) activit ies. Employee 
relations, IT and employment law are no surpri se, but the profession's tendency to 
talk-up its strategic role in the last decade or so may have left some members feeling 
vulnerable about operating at the strategic level. Certainly there may be a gap between 
theory and practice in the sense that while models of strategic HRM have been widely 
promoted, what practitioners may value more is ways of actually implementing the 
strategies in an organisational context. To some extent these issues have been 
addressed by the new CIPD professional standards (CLPD 2002a) but while these will 
be applied to newly qualifYing members, the older members are less positive and the 
challenge remains of how to integrate strategic development with CPD processes. 
Finally, the long 'tail ' of individual responses should serve to remind the profession 
that individual development needs can be as many and varied as the individuals 
themselves, and CPD mechanisms need to account for this. Despite the nine-year gap, 
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the results compare with Jones and Fear's ( 1994) study in that development priorities 
remai n remarkably simi lar. 
7.7 Overall Conclusions: Preliminary analyses 
7.7.1: The preliminary analyses 
In this study, substantial attention has been paid to the descriptive analysis of the 
dataset, perhaps more than might normally be the case at Doctoral level, with analyses 
of variance where appropriate, although only some of these revealed statistically 
signi fica nt resu lts. There are a number of reasons for this focus . First, this is a 
relatively under-researched set of variables, and the research that has been done (eg. 
Jones and Fear 1994, some parts of Sadler Smith and Badger 1998, and especially the 
Harris Research C!PD studies) had focused on the descriptive attributes of their 
respondents, although not exclusively so. By comparing these descriptive attributes, 
the researcher has been able to make more meaningful comparisons at a number of 
levels, and these are detailed in the preceding sections. Secondly, some of the 
variations in results produced could be explained to a limited extent by individual 
characteristics such as gender or sample size. Third, there were a series of research 
questions li sted at the start of this chapter which reflected the somewhat exploratory 
nature of the research. 
This final section summarises some of the key issues identified, and addresses each 
of the research questions in turn. The broad demographic characteristics (age profile, 
gender, full time/part time split, employment sector) of the sample are consistent with 
those used in previous, similar studies ofC!PD members (Jones and Fear 1994, 
Sadler-Srnith and Badger 1998, and the Harris Research studies 2000a, 2000b, 
2000c), and are representative of the corporate membership (MC!PD's and FC!PD's) 
nationally. Response rates (24 .09%) also compared with similar studies. Trends 
indicate that this may be a feminising profession with an aging male membership . 
There is a tendency for the younger members to be better qualified and female, with a 
greater proportion of graduates entering the profession. That many respondents were 
well qualified already reflected the trends in the profession, and were to have a 
significant effect on a number of the measures. Eighteen per cent of the sample 
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identified themselves as independent consultants, comparable to other studies, who 
were predominantly but not exclusively older men. Their needs and representation 
was a particular issue for the CIPD at the time the research was carried out (CIPO 
2002c), and a shortcoming of the questionnaire design was that it did not allow such 
respondents sufficient opportunities to reflect thei r interests. One third of the 
respondents claimed to operate at a strategic level, and half in the top two levels of 
influence identified in the questionnaire. Descri ptive statistics for the variables 
indicated that all the distribu tions were negati vely skewed, refl ecting as Pall ant 
(200 I : 179) suggests 'the underlying natu re of the constm ct being measured' . 
7.7.2 Research questions 
RQ9: What level ()f professional commilmenl does this sample have? 
RQ IO: Are Ihere differellces by age. gellder. qllalifica lion level. membership level alld 
job level? 
Pall ant's comment above is one that was refl ected in the first of the variables, which 
was strongly negatively skewed. One might reasonably expect a professional sample 
to self-report strong levels of professional commitment. This variable showed high 
scores throughout the individual's careers with a modest effect for age, though not 
statistically significant, and no significant effect for gender. Although PC remained 
high overall, individuals in mid-career showed lower commitment, though not 
significant statistically. The youngest male respondents showed the highest Pc. The 
results, though generally as predicted, contained some unexpected 'blips' . For 
example, when analysed by membership level and age, FCIPO's (the higher 
membership grade) appeared to peak mid-career at the same point that the MCIPO's 
scores fell to their lowest level, although again these were apparent variations 
revealed by bar charts and not statistically significant. Qualifi cation level did have a 
significant statistically effect on pro fessional commitment, as it was on a number of 
the variables. Graduates showed a higher level of professional commitment at all age 
categories. 
A further group of research questions related to the perceived value of CPO (CPDV), 
the scale items being adapted from Sadler-Smith and Badger (1998 :70) . These were: 
RQ!3: To what extent do these respondents vallle CPD? 
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RQI4: Are there differellces by age, gellder, qualification level, membership level alld 
job level? 
Again the results showed a strong negative skew, and supported Sadler-Smith and 
Badger's findings ( 1998 :70) that the value attached to CPO was high. An independent 
samples t-test revealed that 30% of the variation in CPOV scores was explained by 
gender. While male scores appeared to decline with age, thi s effect did not reach 
stati stical significance. Late career Fellows place the highest value of all on CPO, but 
what may be evident here is a sense of'professional citi zenship' (ie. seeing 
themselves as the guardians of the professional standards) rather than a commitment 
to CPO for their own development. Sadler-Smith and Badger's results from two-way 
ANOV As also found no significant main or interaction effects, as in the present study. 
The impact of qualification level, though not stat istically significant, was clearly 
higher for individuals early in their career. Avenues for further research (despi te the 
lack of statistical signifi cance in the results) may include: 
• why does the value attached to CPO by male respondents fall throughout their 
careers, while fo r female respondents it ri ses? 
• although as a contrast why do males at the operational or first line manager 
organi sational levels place such a high value on CPO? 
• and why do FCrpO's at the lowest level place the highest value on CPD? Are 
these two point s part of a case for including a measure of ambition in fu ture, 
related research? 
Subjective career success was measured using all eight item scale derived from 
existing research (Greenhaus et al. 1990, Nabi ) 998, ) 999) which in this study had a 
Cronbach's alpha coefficient of 0 88. Research questions addressed at this stage 
included: 
RQI6: what does this sample believe about the subjective career success? 
RQ 17: are there differellces by age, gender, membership level, qualification level 
alldjob level? 
The results were considered to be of interest in themselves as this was believed to be 
the first time that subjective career success had been considered for a professional 
sample. Overall the respondents rated their subjective success fairly high, with a 
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modest negative skew to the distribution, clearly in the top half of the avail able range. 
No significant differences by age or gender were identi fied although both groups 
displayed a mid-career 'dip'. The main results were much as expected: late career 
FCfPDs, who happened also to be the oldest males, and those in senior positions 
perceived their subjective success to be highest of all. Ea rly career FCIPDs also 
showed strong scores, reflecting perhaps early perceptions of success by individuals 
who perceived them-selves to be 'fast track', although being a graduate had no 
statistically significant impact on perceptions of career success. Organisational 
position did have a significant effect on perceptions of subjective career success. 
Because of the unknown nature of the relationships between career success and 
variables such as CPD, partly due to the lack of prior research, and partly due to the 
nature of the constructs themselves, further exploration using multiple hierarchical 
regression was undertaken and this is considered in chapter 8. 
Further research questions related to the employability scale developed as part of the 
research project. The only other useable scale found was published after this 
fieldwork was completed (Van der Heijden 2002:44). The research questions relating 
to employability and addressed in this chapter included: 
RQ20: What is this sarl/ple's set! perception of their employabilily (main scale)? 
JlQ22: Are there differences in the maill scale and sub-scales by age, gender, 
qualification level, professional level and job level? 
Responses for the present scale were more normally distributed and less skewed than 
Van der Heijden's, though still with a modest negative skew. The identification of two 
sub-scales relati.ng to internal and external employability was described in chapter 6. 
A very similar pattern of responses was observable across the main scale and 
subscales, although respondents generally considered their internal employability to 
be higher than their external employability. Although t-tests revealed little difference 
based on gender, two-way ANOVAs revealed a significant interaction effect of age 
and gender, most pronounced in the 35-39 year age group. The scale had been 
systematically developed to reflect a continuum from an internal focus (me, this 
internal labour market, this profession) to an external focus (other occupations, the 
external labour market) and as expected a declining score was recorded for the more 
'external' items: the sample perceived their employability to be lower the more they 
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moved away from their own comfort zones. Generally self-perceived employability 
declined with age, supporting the views of Neil sen ( 1999) and Van der Heijden 
(2002). Graduates felt significantly more employable than non graduates, especially 
the younger respondents, and this perception of greater employability remained 
throughout their career. However, due to the present (and continuing) saturation of the 
graduate labour market, whether the present population of young graduates will 
sustain thi s perception is a matter for longitudinal study. 
Both employability and subjective career success revealed mid-career 'dips', which 
could lead one to suspect that there may be construct redundancy. [t must be 
emphasised that despite these similarities in outcomes, employabili ty as measured 
here is beli eved to be a totally di stinct construct to subjective career success - the 
fo mler being future-focused and the latter past focused. The di fference is reinforced 
by the fact that perceived employability falls with age, while subjective career success 
remains high: employability is 'where am [ going', success is 'where have l been', or 
'where am I now and how did I get here'. What neither of the constructs really account 
fo r is a measure of ambition (where do I want to go?), reinforcing the point made 
above that this should be included in fu ture extensions of the research. The 
relationships of the employability and career success scales are explored further in 
chapters 6 and 8. 
Questions relating to the CPD that the professionals actually engaged with were 
introduced at a mid-point in the research, and thus included responses from the 
Nottinghamshire members only. The question listing had been sou reed from a range 
of the practitioner literature and some of the limited amount of academic work ego 
l ones and Fear 1994, and Sadler Smith and Badger 1998. Research questions 
included: 
RQ27: What are the most commonly reported means of updating for this sample? 
RQ28: What are the differences by age, gender, professional level, qualification level 
alld organisational level? 
Regarding the respondent's CPO strategies most of the most popular ones were related 
to the respondent's organisation and job role, suggesting that these relate to 
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organisational-procedural matters rather than generic professional knowledge. Despite 
the promotion of web-based strategies in a range offora (eg. the Professional 
Associations Research Network as well as the CIPO themselves), these appear not yet 
to have gained wide acceptance. Although designed as a list rather than as a scale 
with good psychometric properties, responses to 'total CPO engagement' (TCPDE) 
were analysed by age, gender, membership level and job level. Differences did not 
reach statistical signifi cance, although it was observable that male CPOE declined 
with age, and female CPDE remained either constant or ri sing, support ing the findings 
of Sadler-Smith and Badger ( 1998 :71). Younger graduates showed the highest 
engagement with CPOE, suggesting that they may well have a higher pre-di sposition 
to learning. This reinforces the belief that some measure of predisposition to learn 
may well be a useful inclusion in future, related research. The findings suggest that 
CIPD members could benefit from guidance as to how to maximise the value of in-
role learning, how to extend learning opportunities beyond the immediate role into the 
wider professional domain, and to broaden their sources of learning generally, Higher 
Education institutions may wish to note the apparently low value placed on 
qualification-based study. However as approximately half of the respondents were 
very well qualified already, they would have to be convinced of the 'use and 
exchange' (Maguire and Fuller 1997) of any future qualifications before making a 
further commitment. 
Many respondents also commented on matters of importance or concern to them in 
the future, including the impact of ageism on career progression or even one's 
employability, di sappointing in a profession which is itself suppose to promote good 
practice in employment. A wide variety of attitudes to CPO were revealed by these 
qualitative responses: some very positive, some extremely negative. Twenty per cent 
of respondents identified issues related to Strategic HRM as their top development 
priority, with training and facilitation skills and employment law not far behind, in 
addition to a wide range of other, more individual concerns. One might speculate that 
those individuals identi tying strategic HRM as a priority may aspire to senior 
positions, again reinforcing the need for a measure of ambition in future extensions of 
this study. Key messages for HR departments and for the profession generally include 
a need to address issues of ageism, of providing development in areas actually 
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needed, and of providing a CPD framework that is fl exible enough to accommodate 
the wide variety of individual needs. 
7.8 Summary comments 
While sections 7.2 - 7.6 may appear to reveal interesting aspects of the data, 
di fferences where identi fi ed have not often reached stati stical significance, and one 
should be extremely careful about over-interpreting results from descri ptive analysis. 
Nonetheless some worthwhile and sometimes unexpected results were obtained 
including: gender similarit ies in responses to the employability scale and subjective 
career success scales, although the between-scale differences by gender (see above) 
were just as noticeable. These included stati stically significant gender differences in 
respondents' perceptions of the value of CPD, lower self-perceptions of career success 
for late career women, although those that had such achievements were likely to be 
exceptionally high calibre individuals. Also noteworthy were lower self perceptions 
of employability for mid-career men and women, and lower levels of subjective 
career success fo r early career men. Qualification level had a noticeable if not always 
stati stically significant impact across a range of variables . 
Of possible concern to the institute may be a potential lack of interest in CPO (as 
evidenced by the variable 'CPDV' not 'CPDE' which is discussed later) among late 
career men. These also comprised the group that had a higher perception of subjective 
career success, and were the highest status employees on the highest membership 
level. 
Finally, because of the relatively exploratory nature of some aspects of thi s research 
project, close attent ion has been paid to the research questions associated with the 
characteristics of the sample and their responses to the main study variables. It must 
be noted that whil e there are existing studies of the CPD of UK Human Resource 
professionals (Jones and Fear 1994, Sadler Smith and Badger 1998, Sadler Smith et 
al. 2000, Harris Research 1999, 2000), none of these have considered the range of 
study variables included here, and the present research has included entirely original 
work, for example in relation to perceived employability. A close examination of the 
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data was therefore believed necessary before furt her analysis of the relationships 
between variables was undertaken. This preliminary analysis has especially 
fac ilitated compari sons with some of the descriptive literature reviewed earl ier, 
notably in fi elds where empirical research is scarce, such as in CPD, or employability. 
For these reasons thi s is presented here as a substantial 'results' chapter rather than 
simply a preliminary examination of the data . The next chapter develops these 
preliminary findings, in the analysis of further research questions in relation to 
stati st ical relationships between the study variables . 
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CHAPTER 8: STATISTICAL RELATIONSHIPS BETWEEN VARIABLES 
8.1 Introdnction 
This chapter presents the findings in respect of the statistical relationships between the 
research variables. This has been a cross sectional study that examined relationships 
between professional commitment, attitudes to continuing professional development (as 
operationalised in the form of the perceived value ofCPD), perceptions of employability, 
perceptions of career success, and engagement with CPD. A literature review on each of 
the study variables is provided in chapters 2 (professional commitment) and 3 (value of 
CPD, employability, and career success). An explanation ofthe source or the construction 
of each scale is provided in chapter 4 (methodology), and exploratory study results in 
chapter 7. Chapter 7 also describes the development of an overall measure of CPD 
engagement (CPDE). A further aspect ofthe research that was not originally envisaged 
was that the employability scale (described in chapter 6) might in fact consist of two sub-
scales, corresponding to external (ternpel) and internal (tempil) employability. Analyses 
in tins chapter focus on the main scale, the sub-scales offering potential for further 
refinement in extensions of this research. 
This chapter incorporates an analysis of hypothesised correlations between selected 
variables (section 8.2), an analysis ofa series of research questions reflecting the 
somewhat exploratory nature of some of the research (section 8.3), and multiple 
hierarchical regression reflecting the complex nature of some of the relationships between 
variables developed from the underpinning theory (section 8.4). In the hypothesised 
relationships, partial correlation has also been used to control for any confounding 
variables. Control variables which were indicated by the relevant literature as being 
potentially significant included age, gender, qualification level, professional membership 
level and the respondent's job level in their employing organisation. 
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8.2 Results of tests of specific hypotheses 
8.2.1 Introduction and hypotheses 
From the literature and the exploratory qualitative research, it was believed that some of 
the relationships between variable could be clearly expressed as hypotheses. These were: 
• Hl.Professional commitment (PC) is positively correlated with a positive attitude to 
continuing professional development (CPDV) 
• H2. Subjective career success (SCS) is positively correlated with high self-perceived 
employability (EMP) 
Table 31: Scale Reliabilities and Intercorrelations 
Scale 1. 2. 3 4. 5. 6 
1. PC .80 .358*' .377'* .272*' .317** .361** 
2.CPDV .93 .200** .100 150* .230** 
3.EMP .88 .532*' .927" .824" 
4.SCS .88 .480*' .492** 
5. tempe1 .85 .551** 
6. tempi1 .79 
7. CPDE 
•• Correlation is significant at the a.Ollevel (2-tailed) 
• Correlation is significant at the 0.05 level (2-tailed) 
BOLD items on diagonal represent alpha reliability coefficients 
KEY TO V ARlABLES: PC: 
CPDV 
EMP 
SCS 
tempe) 
tempe2 
CPDE 
Professional Commitment 
Perceived Value of CPD 
Individual Employability 
Subjective Career Success 
Total External Employability 
Total Internal Employability 
CPD Engagement 
7 n 
.355*' 221 
.379*' 221 
.282** 201 
.306** 209 
.282** 210 
.256** 200 
.88 106 
As stated in section 4.3 above, the focus through most of the research was on 
professionals' learning and development in the form of their CPD. A subsidiary aim of 
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the research was (by necessity) to develop a scale to measure employability, and it was 
believed that there may be a strong connection between this future-focused construct and 
the past-focused perceptions of subjective career success, hence hypothesis two. 
Table 31 provides the scale reliabilities, and intercorrelations for all the research scales 
without control variables. All scales used (except andragogy, which was discarded) had 
very good alpha coefficients, as did the employability subscales and the measure oftotal 
CPD engagement. The only issues of missing data were for the employability scales 
where a number of self-employed respondents were apparently alienated by the references 
to the intemallabour market. The 'CPD Engagement' items also show a lower number of 
respondents, but these were only administered to the Nottingham respondents and had a 
fairly low incidence of missing data within that sub-sample (89%). 
Before any more detailed analysis of the hypotheses is attempted, brief consideration will 
be given to the data overall, without at this stage controlling for any intervening variables. 
First all the main statistical analysis all measures were examined for accuracy of data, 
missing values, and the assumptions of multivariate analysis (Tabachnik and Fidel! 1989) 
and that they were in the correct scale range. Prior to the main analysis, the data were 
checked for normality, linearity and homoscedasticity. The distribution of the data for 
each variable is discussed in chapter 7, where it was concluded that while most of the 
distributions were negatively skewed, this would be expected given the nature of the 
variables, and that the data sets were large enough for this not to be a problem. Linearity 
and homoscedasticity were checked by producing a scatter plot for each of the 
relationships indicated in table 31. All of these indicated a likely positive correlation 
although the very tight 'cigar shape' that one might ideally see for homoscedasticity was 
only really present for the correlation of the employability sub-scales with the overall 
scale. Obviously this is what one would expect to see as the sub-scales are made up from 
the overall scale, but this brings the further problem of singularity, where items from one 
scale are used to make up another. It is for this reason that these particular correlations 
(indicated in italics in table 31) should be treated with extreme caution. 
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Table 32: Pearson Product Moment Correlations between all study variables 
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Data were also examined for the presence of outiiers, as suggested in Tabachnik and 
Fidel! (1989:188), and with the use of a2 < .005 criterion for Mahalanobis distance, and 
the critical values table provided in Pallant (2001:144), one case (106) with a high 
outlying value was identified. Re-examination of the original data revealed that this was 
attributable to one of the independent consultants, actually the one responsible for the 
quote'I don't care a fig for fonnalised CPD ...... ' (see chapter 7) whose responses tended 
towards the extremes of the scales. This was not considered unduly problematic, for, as 
Pal!ant suggested (2001 :page 145): 
'Given the size of the data file, it is not unusual for a few outiiers to appear,' 
With these cautions in mind, it can also be seen that both the hypothesised correlations 
were positive, as anticipated. Although many of the between-scale correlations are 
modest, as De Vlaus (2001: 176) indicated, in a larger sample (this one is best considered 
to be moderate) even quite low correlations can be considered statistically significant, but 
the sample needs to have sufficient power. Power issues with this research are discussed 
in chapter 4, and generally the sample size would be considered adequate except in the 
case of 'CPD engagement', where the question items were only administered to the 
Nottingham respondents. Correlations related to the study hypotheses are discussed in 
detail below, followed by a discussion of the more open research questions. Hypothesised 
correlations were also analysed split by gender, as the descriptive statistics and 
background literature had suggested possible variations due to this, and results for both the 
hypothesised relationships are presented below in table 33. 
Table 33: Observed Correlations, Split by Gender 
totalr N Sig malest NI Sig femr NZ Sig 
Hl:PC-CPDV .358 215 .000 351" 10Z .000. 38Z** 1\3 .000 
HZ:SCS-EMP .532 210 .000 504" 93 .000 .56Z" 107 .000 
" 
Significant at the 0.01 level (2 - tailed) 
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-, 
There appears to be little difference in either of the hypothesised relationships by gender. 
For the CPDV scale, the Kolmogorov-Smirnov statistic (Sig. = .000) indicated a non-
normal distribution, which when split by gender (males = .046, quite close to the threshold 
of .05, females = .000), the result suggests that the negative skew is attributable to the 
female respondents. The skewness might be a matter of concern, although as Tabaclmick 
and Fidell (1989:74) suggest: 
• - with large samples the significance levels of skewness and kurtosis are not as important 
as their actual sizes - and the visual appearance of the distribution.' 
Manually calculating the observed power of z (Zobs) using the formula given in Pallant 
(2001:128) revealed a value between -1.96 and +1.96, thus there is no statistically 
significant difference between the two correlation coefficients, which is as one might 
expect given the low initial correlation coefficients. For the employability scale, the 
Kolmogorov-Smirnov statistic (Sig. = .200) indicates a normal distribution for the whole 
scale, which was identical when the data was split by gender. 
Similarly, from the descriptive literature reviewed and from chapter six, it was suggested 
that Fellows may place a greater emphasis on the value ofCPD and table 34 suggests 
that the differences may be greatest in a potentially statistically significant relationship in 
the correlation of CPDV with professional commitment. Clearly the difference in sample 
size between Fellows and Members is a matter for caution here, as the lower power of the 
Fellows sub-group is likely to expose the research to the 
Table 34: Observed Correlations by Split by Membership Level 
HI: 
H2: 
PC-CPDV 
SCS -EMP 
Fellr NI 
.511** 51 
. .498** 47 
Sig Membsr 
.000. .313** 
.000 .547** 
** significant at the O.Q1level (2-tailed) 
N2 
164 
153 
Sig Z.obs 
.000 .387 
.000 
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likelihood of type IT errors (eg. failing to reject an incorrect null hypothesis). To further 
test the statistical significance of the correlation coefficients for Fellows and Members in 
relation to the hypotheses, the observed value of z was calculated, having first rounded as 
appropriate, then applying the formula given in Pallant (2001 :128) to produce a z obs 
value as shown in table 34. For HI this was 0.387, inside the specified bounds of -1.96 to 
+1.96, thus there is no statistically significant difference in the strength of the correlation 
between professional commitment and the value of CPD for Members and Fellows. The 
next section considers the hypotheses and correlations in more detail, including control 
variables. 
8.2.2: Hypothesis 1: Professional commitment is positively correlated with a positive 
attitude to CCPD (CPDV) 
Professional commitment and the perceived value of epn were found to have a 
correlation coefficient of .358 which was significant at the 0.01 level, without accounting 
for any control variables. As suggested by de Vlaus (2002: 176), in a larger sample (this 
is perhaps best regarded as moderate), even quite low correlations can be regarded as 
significant, and thus the correlation reported here suggests a relatively strong relationship. 
When a coefficient of determination was calculated this suggested that professional 
commitment explains just 12.8% of the variance in respondent's scores on the CPDV 
scale, which for this sample size is moderate. This supported the hypothesis, and as was 
suggested in 4.3 above, one might expect professionally committed individuals to be both 
more prepared to fit in with the Institute's policies, and also to be prepared to enhance their 
own standing as professionals. 
Although one would normally not test for confounding variables unless there was some 
theoretical reason for doing so, in this research project as this is (believed to be) the first 
time that these variables have been tested together there is no underpinning theory to fall 
back on in this respect. Partial correlation was therefore used to explore the relationship 
between the perceived value of CPD and professional commitment, controlling for each of 
the other variables in turn; and also for the relationship between subjective career success 
and employability, again controlling for what were considered to be the most likely to be 
confounding variables in their turn. As Tacq (1997:149) suggested, there are three reasons 
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why one might utilise partial correlation. First, to establish whether the hypothesised 
relationship between the two variables is spurious (that is, the control variable is an 
antecedent to the relationship); and second to test whether the association between the two 
variables is indirectly causal: is the control variable an intermediate test variable lying 
between the two? Third, the significance test used in partial correlation will establish 
whether the partial correlation coefficient can be generalised for the 
popUlation. All the correlations remained positive, as presented in table 35, and all were 
significant at the 0.01 level. Some were a little lower and some a little higher. 
Table 35: Partial Correlations, Hypothesis 1 (PC and CPDV) 
r n %var 
zero order correlation .358 221 12.8 
Control for: employability .312 195 9.7 
Subjective career success .346 202 12.0 
External employability .332 203 11.0 
Internal Employability .304 195 9.2 
CPD Engagement .259 100 6.7 
age .365 206 13.3 
gender .366 213 13.4 
hiqual (1,2)i .361 213 13.0 
proflevel (1,2) .357 213 12.8 
orgposn (l-5)ii .364 177 13.2 
(significance level in all cases is 0.01) 
i. Recoded as graduates/non graduates for this aualysis 
ii. Response 6 'other' coded as 9, 'missing data' for this analysis 
None appeared substantially so except CPDE (engagement) which should be treated with 
caution in any case due to the lower power of the sample size and the nature of the 
measure. Employability in its various forms had the greatest effect on the hypothesised 
correlation, especially internal employability. This was the only organisationally focused 
variable (ie, relating to the individual in the intemallabour market), and may indicate an 
organisational-professional tension in the individual's pursuit ofCPD. 
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There is little potential for comparison with other studies. Sadler-Smith and Badger 
(1998 :69) did not consider the relationship of professional commitment and the perceived 
value of CPD, electing instead to include organisational commitment as a variable for 
which 'no statistically significant correlation was observed'. This is a notable point of 
difference between that study and the present one: here, the focus is very much beyond the 
organisation to the wider profession, although some recognition is made of intemallabour 
market factors in the employability scale. 
8.2.3: H2: Subjective career success (SCS) is positively correlated with high self 
perceived employability (EMP) 
As suggested in section 4.3, we might reasonably expect individuals who believe 
themselves to be successful to also regard themselves as employable. One might also 
expect individuals who believe themselves to be unsuccessful (ifthey would honestly self-
report as such) to have lower expectations of employability. There was a strong positive 
correlation (.532) between employability and career success at the 0.01 significance level; 
and perceptions of career success explain 28.3% (coefficient of determination) of the 
variation in perceived employability, which again is a strong relationship. Thus the 
hypothesis is strongly supported. Correlations presented above 
suggested no significant differences due to gender (table 33) or membership level (table 
34). 
Partial correlation was used to explore the relationship between subjective career success 
and self perceived employability, controlling for a range of other variables in turn, as 
above. Results are presented in table 36. The zero order correlation (r = .532 ~ ~ .01) was 
the strongest amongst the originally hypothesised relationships. The partial correlations 
for intemal and external employability were not considered due to overlap with the 
employability scale. Of the remaining measures, professional commitment, CPD 
engagement and organisational position appear the exert the strongest influence on the 
hypothesised relationship. Professional commitment showed a strong zero-order 
correlation with the sub-component external employability (r = .361, p ~ .01), which 
intuitively one might expect to match well, as both relate to beyond-organisation factors. 
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Reference back to chapter 6 reveals that in respect of organisational position, those staff at 
the highest levels, who were graduates, also had the strongest self-perception of 
employability and career success. Of the other study variables, controlling for their effect 
made little impact on the correlation coefficient, and the difference was sometimes a 
matter of the third decimal place. 
Table 36: Partial Correlations, Hypothesis 2 (SCS and EMP: whole scale) 
r n %var 
zero order correlation .532 199 28.3 
Control for: professional commitment .481 195 23.1 
subjective career success .525 196 27.6 
CPD Engagement .488 96 23.8 
age .549 186 30.1 
gender .536 197 28.7 
hiqual (1,2)i .537 197 28.8 
proflevel (1,2) . .538 197 28.9 
orgposn(1-5)ii. .489 171 23.9 
All correlations were significant at the p < .01 level 
i. Recoded as graduates/non graduates for this analysis 
ii. Response 6 'other' coded as 9, 'missing data' for this analysis 
As stated in chapter 6, concerns about redundancy between the employability scale and 
the subjective career success scale can be countered by the assertion that they are 
conceptually quite different: the subjective career success scale refers to how the sample 
feel about the success they believe they have achieved already (or more particularly how 
they feel about it), whereas the employability scale relies on their ability to project into the 
future to evaluate their likely ability to keep the job they have or to get the job they want. 
Once again comparison with other studies is limited as this study is believed to be the first 
time these variables have been examined together. The high correlation may appear to 
weaken the conclusion presented in chapter 6 that subjective career success and 
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employability are qualitatively different constructs. However it is believed that they relate 
to quite different aspects of the professionals' 'subjective timetable'. 
8.3 Statistical relationships between the variables 
In addition to the hypothesised relationships analysed above, this chapter seeks to provide 
answers to the following research questions, these aspects of the research being presented 
in this more open-ended way due to uncertainty about either the nature of the correlations, 
or due to attributes of the study variables themselves. The selection and construction ofthe 
research questions is discussed in chapter 4. This section aims to answer some of these, 
prior to consideration of the more complex relationships in 8.4. 
8.3.1 RQll: In what ways is professional commitment statistically related to 
engagement with CPD (CPDE), subjective career success, and employability? 
As it is believed that this is the first time this relationship has been tested, and there was 
no strong theoretical justification from the background literature to suggest that the 
relationships could be hypothesised to be in any particular form, more open, exploratory 
research questions were used. Intuitively, one might expect more professionally 
committed people to be more prepared to engage with CPD, to believe they are more 
successful (or to enjoy the fruits of their success because they are committed), and to 
Table 37: The statistical relationships between Professional Commitment, and CPD 
Engagement, Snbjective Career Snccess, and Employability (main scale), split by gender 
olaN olar ola sig MN Mr Msig FN Fr F sig 
CPDE 103 .355-- .000 45 .307- .040 58 .404-- .002 
SCS 205 .272*- .000 96 .274*- .007 108 .273*- .004 
EMP 198 .377-* .000 91 .414*- .000 106 .338*- .000 
KEY: ola whole sample (nb CPDE is Nottingham respondents only) 
MN,Mr,Msig males 
FN, Fr, Fsig females *. significant at 0.01 level 
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believe they are more employable. Correlations between these variables are presented in 
table 37, with the data split by gender. In chapter 7, even where the differences did not 
reach statistical significance, some interesting differences by gender could be observed 
which are explored further here. All of the correlations are statistically significant if not 
especially high. Female respondents appear to have a higher correlation for CPDE, 
although calculating the observed power ofZ (Zobs) produced a value of .034, between-
1.96 and + 1.96, so the difference by gender in the correlation with CPDE is not 
statistically significant, and caution must be exercised here due to the small sample size. 
Male respondents appear to have a higher correlation for employability, but again the 
difference was not statistically significant. 
Table 38: The statistical relationships between Professional Commitment, and CPD 
Engagement, Subjective Career Success, and Employability (main scale), split by 
professional membership level 
o/a N o/a r o/a sig MmN Mmr Mmsig FIN Fir FI sig 
CPDE 103 
SCS 205 
EMP 198 
.355** .000 
.271** .000 
.377** .000 
79 
154 
151 
.345*' .. 002 24 .376 .071 
.333** .000 50 .071 .877 
.404** .000 46 .256 .086 
KEY: o/a whole sample (nb CPDE is Nottingham respondents only) 
Mm, Mmr, Mmsig MCIPD's 
FIN, Fir, Flsig FCIPD's ** sig at 0.01 level 
Results discussed in chapter 7 suggested that splitting the data by membership level may 
reveal differences in results, which are presented in table38. The problem here is the 
smaller sample size for the fellows (FCIPD's), especially with CPDE, which limits the 
confidence which which conclusions can be drawn. 
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8.3.2: RQ25: What are the statistical relationships between employability and CPDV 
andCPDE? 
This section will first consider the relationship between employability (main scale) and the 
perceived value of CPD (CPDV), the CPD engagement (CPDE). As was suggested in 
section 4.3, one might reasonably expect that individuals who believe they should engage 
with CPD processes to wish to do so because they believe it will make them more 
employable both within their organisation and outside, and help them to retain their 
employability in the future. One would therefore reasonably expect individuals who value 
employability to also value CPD. However one could also argue that individuals who 
believe their employability is low would engage with CPD, as a 'catch-up' strategy. On the 
other hand, individuals who do not value CPD could do so because they believe they are 
employable enough already, or like some of the 'endnotes' responses, they have given up 
on their employability perhaps because they perceive themselves to be at the end of their 
career. There is not any particular justification from the theoretical perspective for arguing 
one way or another, principally due to the scarcity of published work. For this reason this 
research question is best regarded as exploratory, and therefore not expressable as a 
research hypothesis. 
A moderate correlation coefficient was reported of r = .200, although this was statistically 
significant U1..s .005). However as Pallant (2001:120) noted: 
'Although statistically significant, the practical significance of a correlation of .2 is very 
limited. You should focus on Pearson's r and the amount of shared variance between the 
two variables.' 
A very modest coefficient of detennination of 4.00% was reported. Thus the relationship 
can, somewhat cautiously, be supported, although variations in perceived employability 
only explain 4% ofthe variations in perceived CPD. It is not possible to make 
comparisons with other studies due to the lack of empirical work on employability. Van 
der Heijden's (2002) study for example did not include CPD although she did examine a 
number of related topics such as knowledge, skill requirement, and 'individual expert 
perfonnance' (page 51). She found no significant relationship between these and her 
operationalisation of employability, although her samples were smaller. 
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Table 39: Partial correlation (EMP and CPDV) 
r n %var sig. 
zero order correlation .200 197 4.0 .005 
Control for: pc .074 195 0.5 .300 
scs .173 196 3.0 .015 
CPDE .018 96 1.1 .307 
age .192 186 3.7 .008 
gender .182 196 3.3 .01 
hiqual (1,2)i .201 196 4.0 .005 
proflevel (1,2) .199 196 4.0 .005 
orgposn(l-S)ii .. 217 171 4.7 .004 
i. Recoded as graduateslnon graduates for this analysis 
iii. Response 6 'other' coded as 9, 'missing data' for this analysis 
Partial correlation was used to explore the relationship between self perceived 
employability and the perceived value of CPD, controlling for a range of other variables in 
turn, as above. Table 39 reveals some very substantial differences between the zero-order 
correlation and the partial correlations, notably relating to controlling for professional 
commitment and CPD engagement, suggesting that these may most likely be intervening 
variables with a not inconsiderable influence. Thus employability and CPDV may appear 
correlated, but their apparent relationship is reduced to a statistically non-significant one 
(De Vaus 2002:340) when controlling for the influence of professional commitment and 
also CPD engagement, noting the smaller sample size for the latter as a weakness in the 
data. Cramer (1994:240) suggested that: 'a correlation, of close to zero may mean that the 
relationship between the two variables is curvilinear-', but in any case this one is still non-
significant. In addition, the correlation coefficients controlling for internal and external 
employability were excluded due to overlap arising from shared items with the 
employability scale. For the other variables, there appears to be a small effect for age, 
gender and subjective career success, a barely discernible effect due to qualification level 
or professional membership level, while organisational position appears to contribute to a 
stronger correlation coefficient. Tacq (1997: 146 et seq.) suggested that this circumstance 
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arises because there is a strong association between the control variable, and each ofthe 
other two variables, although table 32 reveals only a statistically significant negative 
correlation between position in the organisation and employability (r = - .251, I! ~ .01). 
Above, significance levels were included in the table due to the extreme variations found 
in the results. As before, potential for comparison with other studies is limited as the 
related studies did not use control variables. 
Table 40: Partial correlation (EMP and ePDE) 
r n %var sig. 
zero order correlation .282 97 8.0 .005 
Control for: pc .I7l 96 3.0 .092 
scs .148 96 2.0 .146 
CPDV .228 96 5.2 .. 024 
age .27 93 8.0 .009 
gender .282 96 8.0 .005 
hiqual (1,2)i .30 96 9.0 .002 
proflevel (1,2) .283 96 8.0 .005 
orgposn(I-5)ii. .255 83 6.5 .019 
In respect ofthe relationship between employability and CPD engagement, again this is 
somewhat problematic as individuals who perceive themselves as employable may well 
engage in CPD to sustain that employability, or they may well have given up on CPD 
because they believe they are employable enough already. On the other hand, if they 
do not believe that they are employable, they may either engage in CPD to improve this, 
or give up. As in the relationship with CPDV, there was no underpinning theory to fall 
back on. The smaller sample size arising from the use of the CDPE variable is potentially 
problematic. 
In most cases as shown on table 40 there is a major effect on the strength of the 
relationship between the variables employability and ePDE engagement although clearly 
it is best to ignore the two employability sub-scales due to problems of singularity. It is 
noteworthy that controlling for age, gender and professional level had no particular effect 
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on the strength of the relationship, and controlling for qualification level actually produced 
a marginal improvement. 
8.3.3: RQ 18: Wha f.are the statistical relationships between slIbjeclive career slIccess clH« 
(he perceived value C!fCPD (CPDV) 
As suggested in section 4.3 above, this research question needs approaching with care, 
and this concem reflects the relatively untested nature of the research as it is believed to 
Figure 38: Scatter Plot of Subjective Career Success and the Value of epn 
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Table 41: Testing the statistical significance of the gender' diffe .. ence between 
co .... elation coefficients for subjective career success (SCS) and cpnv: r values, z 
scores 
Males r1 
NI 
ZI = 
.182 
97 
.182 
Females r2 
N2 
z2 
= 
= 
.m 9 
108 
040 
be the first time many of the-study variables have been exanlined together. On one--hll\ld 
one might reasonably expect individuals to engage with CPD because they believe it will 
help them to become or remain successful . On the other hand individuals· who feel 
successful already may feel they have no particular reason for engaging in CPD. Here, 
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the correlation is very low (.1) and career success only explains around I % of the 
variabi lity in CPDV which is also very low. Owen and Iones (1982:364) point out that: -
'a low correlation does not necessarily mean a low degree of association . After all, the 
coefficient we have calculated measures the strength of a linear relationship. The 
relationship may be very high, but curvilinear, and our coefficient would not indicate this.' 
To establish whether this was the case a scatter plot was produced, but this does 
not indicate a strong relationship or a curvi linear one and also reveals the presence of 
many outli ers. The scatter plot was examined for example to see if respondents at both 
ex tremes of career success value CPD more higllly but this could not be ascertained. The 
distribution of the data suggested that gender may be an influencing factor but further 
investigation (see table 41) revealed that this was not stati stically significant. Calculating 
the observed value ofz for differences by gender in the relationship of subjective career 
success and the va lue of CPD (z obs = 1.14) suggests that there is not a significant 
difference between the two correlation coefficients by gender, again attributable to the low 
initial correlations. Controlling for other variables as above using partial correlation did 
not produce any statistically significant result: the initial correlation was simply too low. 
[n a similar fashion as for some of the other previously untested relationships, the 
relationsllip between these two variables was likely to be problematic as there was no 
theoretical reason to suggest that, fo r example, people who believe they are 
successful should place a higher value on CPD (to want to do it to make them more 
successful), or to not be concerned about CPD, (because they beli eve they are successful 
enough already). Conversely, would individuals who beJjeved them-selves to be 
unsuccessful value CPD because they beli eve it may make them successflll , or not value it 
because they have 'given up' on career success (or didn't va lue career success anyway). bl 
the event, no real correlation could be identifi ed between the study variables, and the 
apparent difference in r values produced by splitting the data by gender was not 
statistically significant, pal11y because the correlations were very low to begin with. As 
above, using partial correlation to contro l for potential confounding variables did not 
produce any improvement in con-elation coefficients, probably because the in.iti al 
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Table 42: Zero-order and Partia l correlations, Employability and CPD engagement 
r n %var sig. 
zero order' correlation .306 104 9.4 .002 
Control for: pc .233 100 5.4 .0 18 
scs . 192 96 3.7 .058 
CPDV .291 101 8.5 .003 
age .3 17 93 10.1 .002 
gender .306 101 9.4 .002 
hiqual (1,2)i .308 101 9.5 .002 
proflevel (1,2) .298 101 8.9 .002 
orgposn(l-5)ii .. 273 83 7.5 .0 12 
correlation was quite low. 111tuitively, one might have expected there to be a strong, 
positive corre lation for subjective career success with the perceived value ofCPD. For thi s 
sample, there is not. 
Results presented in chapter 7 suggest that the sample do engage with CPD, perhaps 
whether they value it or not. There was a statisticall y significant correlation between 
subjective career success and CPD engagement [r ~ .306,!! ~ 104, Q..';; .002), although the 
sample size is smaller. Partial correlation rarely produced an improvement in the 
coefficient, except for when age was controlled for. Referring back to chapter 7, it was 
observed that younger members who were enjoyi ng early career success were also more 
likely 10 engage in CPD. 
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8.4 Multiple hierarchical regression 
The two main variables of interest in this research project are the perceived value ofCPD 
(CPDV) and self-perceived individual employability (EMP). The stati stical relationships 
analysed above indicate that a more complex relationship between these may exist than 
suggested by simple correlations. For example: 
8.4.1 RQ30: Which biographical and attitudinal variables are the best statistical 
predictors olvalue attributed to CPD? 
Clearly a problem of this complexity requires the application of mUltiple hierarchical 
regression. As suggested in Tabachnik and Fidell (1989: 188) and Pallant (2001: 136), 
before proceeding the data were examined for assumptions ofviolatioll ofmulriple 
regression. Sample size is not considered a problem for most of the scales, exceeding the 
recommendation of 15 subj ects per predictor variable, although the smaller sample size 
for CPDE meant that thi s was not considered in the statistical relationships at this stage. 
Multicollinearity was not an issue as none of the variables cOlTelated at .9 or above 
(PalJant 200 I: 137). Singularity, where the scale is made up of components of another 
scale, prohibited the inclusion ofintemal and external employability at thi s stage. 
NOImalityand homoscedasticity were discussed at the stali of the chapter, where it was 
concluded that the data were not ideal in these respects, but probably adequate given the 
reasonable sample size. 
Hierarchical regression was employed, using the procedures outlined in Pallant 
(200 I: 147) and De Vaus (2002:374 et seq.). Model 1, with predictors orga.rusational 
posi tion (ie. job level), qualification level , gender, professional membership level and age, 
explained 4.1 % of the variance in CPDV. Model 2, with the addition of professional 
comitment, subjective career success, and employability explained 17.6% of the variance 
in CPDV, and was stati stically significant. There were only two variables found to make 
a statistically significant lmique contribution, these being professional commitment (Beta 
= .343, Q < .00 I), and gender (Beta = .174, Q = .029). Beta weights and their statistical 
significance are shown below in table 43, including a brief SllnUllary of the 'direction ' in 
which the variab les were coded. 
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From this it can be concluded that: 
• Together the self-reported 'attitudinal ' variables from step 2 add only moderately 
to an (already modest) contribution from biographical ones as predictors of total 
self-rated CPDV. 
• Together, the two types of variables account for just under 18% orthe vari ance in 
CPDV 
Table 43: Multiple Regression Analysis sbowing predictors of the perceived va lue of 
CPD 
Predictor Adjusted R 2 Statistical signi ficance Beta weight Significance 
variable of increase in R 2 in final of Beta Weight 
equation 
Step 1 .0 1 P < .001 
Orgposn .09 NS 
Hiqual .05 NS 
Gender .1 7 p ~.029 
Level (prof.) -.07 NS 
Age -.03 NS 
Step 2 .14 p < .00 1 
Pro fessional Commitment .34 p < .00 1 
Career Success -.02 NS 
Total employabi lity .08 NS 
Codillg of va riables, as follows: 
OrgposlI 
Hiqual 
(level ill organisation): from 1 = strategic, to 5 = Operational (in 5 groups) 
Gender 
Level 
Age 
(qualification level) 1 = sub-degree qualifications 
2 = BAlRSc. Or higher 
(ClPD membership) 
(in 5 categories) 
] = male, 2 = female 
1 = Fellow, 2 = Member 
1 = < 34, 5 = 55+ 
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• The most powerful predictor of the perceived value of CPD is professional 
commitment, in that the higher a score on thi s measure, the more likely an 
individual is to value CPD 
• Gender is of some importance. In chapter 6 it was seen that women tend to score 
a little higher on CPDV than men. This multiple regression analysis confirms that 
the finding stands, even after controlling for other variables. 
• Organisational position, being a graduate or not, professional membership level, 
and whether one is a M ember or Fellow of the institute appear to hardly have 
any influence at all. 
Expressing the above as an additive model (Tacq 1997: 126), the best-fitting linear 
equation is therefore: 
CPDV = (.09 x orgposn) + (.05 x hiqual) + (.1 7 x gender) + (-.07 x professional level) + 
(.03 x age) + (.34 x pc) + (-.02 x Career success) + (.08 x total employabili ty) 
In chapter 7 (7.3.2) it was determined that female scores fo r CPDV were higher than 
males, the di fference being stati stically significant. From the CIPD's point of view, while 
the above results do not reveal especially strong influencing factors on the perceived va lue 
of CPD other than professional commitment, there are no factors that can be singled out as 
particu larly undermiJ]ing the relationship either. 
8.4.2: Employability as the dependent variable 
Turning the problem around, a fU/ther research question can be phrased as: 
RQ31: Which biographical and attitudinal variables are the best statistical predictors of 
self perceived total employability? 
In thi s case, model I, with the biographical predictors of organisational position (job 
level), gender, age, qualification level, and professional membership level, explained 
13.2% ofthe variance in self perceived employabili ty, and was stati stically signi ficant C!l. 
< .001. Model 2, witl] the addition of profess ional commitment, the perceived value of 
CPD and subjective career success, explained a further 28% of the variation in 
employability, and was a statistically significant result C!l.. <.001 ). A number of variables 
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made a statistically signjficant unique contribution to the model, being subjective career 
success (Beta = .438 Q < .00 1), professional commitment (Beta = .227, Q < .00 1), age 
(Beta = -. 195, Q = .004) , qualification level (Beta = -. 133, Q = .033); with a not quite 
significant contribution from organisational position (Beta = -.12 1, P. = .067). With 
emp loyability as the dependent variable therefore, the best-fitting linear equation is: 
Employabi li ty = (-.12 x orgposn) + (-.13 x hiqual) + (.04 x gender) + (.03 x professional 
level) + -.20 x age) + (.23 x professional commitment) + (.44 x career success) + (.06 x 
CPDV) 
Table 44: M ultiple Regression Analysis showing predictors of the perceived value of 
Employability 
Predictor 
variable 
Adjusted R 2 Statistical significance Beta weight 
Step 1 
Orgposn 
Hiqua l 
Gender 
Level 
Age 
Step 2 
.1 1 
.38 
Professional commitment 
Career Success 
Value ofCPD 
of increase in R 2 in final 
equation 
p < .00 1 
p < .001 
-. 12 
-.13 
.04 
.03 
-.20 
.23 
.44 
.06 
(Variables coded as in table 43 above) 
It can therefore be concluded that: 
Significance 
of Beta Weight 
p = .067 
P = .033 
NS 
NS 
p = .067 
p < .001 
P < .00 1 
NS 
• The attitudinallself-repOtt variables collectively add highly stati stically 
significantly to biographical ones as the predictors of total self-repOtted 
employabi lity 
• Together the two types of variab le account for over one-third of the variance in 
employability 
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• The most powerful predictor of employability is subjective career success: the 
more success fu l a person believes they have been or are, the more they think they 
are employable. 
• Professional commitment also influences employability in a statistical sense, 
although in a 'real world' sense it would be inaccurate to infer that this is a causal 
re lationship. 
• Age is also iniluential: the older an individual is, the less employable they believe 
they are. This was confinned by many of the 'open ' comments made at the end of 
the questionnaires, and supports the findings of Van der Heijden (2002). 
• Qualification level also has a modest effect: possession of degree- level 
qualifications adds to a perception of greater employability for this sample. 
• Organisational position matters to a very small extent, although the relationship 
was not quite statistical ly significant. Senior HR managers believe they are more 
employable, perhaps assuming that they could secure similar or better roles 
e lsewhere, or are unlikely to face redundancy. 
• Gender, professional level, and the value ascribed to CPD are not impOltant in 
explaining the variance in self-perceived employabi lity. The latter findiJlg begs the 
question of, if individuals who do not have high levels of profess ional 
commitment don' t see an ' employabili ty' benefit in engaging in CPD, what is 
their motivation for doing it? This may well be an issue for the CIPD. 
Overall these results confum many of the preliminary analyses reported in chapter 7. 
S.5 Concluding comments 
8.5.1 ln troduction 
This chapter has considered statistical relationships between research variables, on three 
levels. First, two of the relationships were expressed as fomlal hypotheses based on 
conclusions drawn from the literature review and the initial qualitative fi eldwork. Second, 
a series of more open research questions were framed to refl ect the exploratory, uncertain 
and untested nature of some of the relationships, principally because this was the first time 
that many of the variab les had been investigated together. In some cases (eg. the 
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employability sca le) this was the first time they had been used in field research at al l. 
Third, the developing body of research suggested that some of the relationships between 
the variables were more complex than could be expressed by simple hypotheses, requiring 
the use of a more sophisticated teclmique such as mUltiple hierarchical regression. Tlus 
was incorporated with some caution, as some aspects of some of variables (eg. normality, 
sample size, singularity) violated the assumptions of multiple regression and thus led to 
their exclusion (CPD engagement, and the employability sub-scales) from this stage of the 
research. Nonetheless, one of the models proposed at this stage revealed a strong and 
stati stically significant contribution from a range of variables. 
8.5.2 Hypotheses: conclusions 
HI : professional commitment is positively correlated with a positive attitude lO CPD was 
supported. A correlation coefficient of .358 was reported, significant at the 0.0 I level , 
with a coefficient of detelmination of 12.8%. With thi s sample this result suggests a 
moderate to strong relationship. Little difference was observed when the data were sp lit by 
gender, and differences attributable to level of membership did not reach statistical 
significance. CPD engagement was the most significant contro l variable, although this 
was only derived from part of the overall sample. 
H2 : Su~iective career success is positively correlated with high selfperceived 
employability was strongly supported, with a correlation coefficient of .538, significant at 
the 0.01 level, with a coefficient of determination of28.3%. Splitting the data did not 
revea l statistically significant variations in the results. Partial correlation contro lling for all 
the other study variables revealed that professional commitment, CPD engagement and 
orgruusational position appeared to exert the strongest influence on the relationship. 
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8.5.3 Research Questions: conclusions 
RQ I I: 11l what ways is professional commitment statistically related to engagement with 
CPD, subjective career success, and employability? 
These relationships were considered with a number of ' health wamings', including the 
smaller sample size for CPDE (Nottingham respondents on ly), COITelations were positive 
and stati stically significant (if sometimes modest), although di fferences by gender and 
membership level were not stati stically significant, the latter categorisation suffering from 
a very uneven split in sample size, 
RQ 18: What are the statistical relationships between subjective career success and the 
perceived value ofCPD (CPDV) 
Although subjective career success and the perceived value ofCPD would intuitively 
appear to be part of a similar value set, the cOlTelation coefficients produced were low, and 
no relationship could be establi shed, nor could any particular influences be identifi ed , By 
contrast, a strong correlation was identified between employabili ty and CPD engagement 
(see below), suggesting that CPD may be a part of the professionals' future-orientated 
mindset, rather than the 'past' focus of career success, That is to say, the ev idence is more 
consistent with the idea that engaging in CPD is a manifestation of perceptions of 
professional commitment and employab ility, than with the idea that CPD is undertaken in 
order to combat a lack of employability 
RQ25: What are the statistical relatiollships between employability alld CPDE and 
CPDV? 
The potenti al relationships between employabi lity and CPDV and CPDE were expressed 
as research questions as there were a range of potential combinations, and only one of the 
measures had been derived [Tom previous research (CPDV: Sadler- Smith and Badger 
1998), The relationship of self-perceived employability with CPDV revealed a moderate 
correlation coefficient of ,200 although this was quite statistica lly significant (.005), 
Although there appeared that there nught be di fferences attributable to gender, these were 
not statis tica lly significant, and although Fellows revealed a higher r than Members, thi s 
should be treated with caution due to their smaller sample size. Partial correlation, testing 
for confounding variables, was inconclusive as where there appeared to be a modest (but 
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di fferent) correlation thi s was not statistically significant, while controlling for 
quali fi cation level, age, professionalmembersbip level and organisational position had 
hardly any effect at all. The effect is substanti ally due to the sanlple size, while testing for 
the effect of control variables was either inconclusive or did not reach statistical 
signi ficance. Results relating to employability and CPD engagement revealed the presence 
of a number of intervening variables, but also supported the perception that results [Tom 
such a small sample could well be problematic fo r the research overall. 
There appears to be only a modest connection between expectations of future 
employabil ity, and the perceived value ofCPD . Perhaps unsupri singly given that it is the 
profession that 'dri ves' CPD, the strongest correlation between CPD and any other variable 
is (though still only a modest correlation) to do with their professional commitment. This 
suggests that the respondents to the survey may perceive CPD to be a va luable activity for 
its own sake, and are prepared to engage with only sl ightly because they are loyal to the 
profess ion, but more that they see an inherent va lue in doing so. Looking back to the 
descriptive statistics in chapter 7, what CPD they do engage with is primarily related to 
job-role and organisation-centred activities rather than 'professional' or beyond-the-job 
leall1ing and development. The descriptive stati stics (see fo r example section 7.2.3 above) 
had confi rmed the findings of earl ier studies (eg. Sadler-Smith and Badger 1998) who had 
found a weak interest in CPD especially among older males, perceived in that research as 
a problem given (page 71): 
, - the exhortations to 'li fe long learning' contai ned in many CPD policies and the 
demographic changes in the labour market'. 
As younger employees become scarcer due to changing demographics, and as employees 
remain in the labour force longer due to increasing retirement ages, the need to engage in 
CPD becomes greater as respondents age, even though they (especially if they are male) 
may fee l least incl ined to do so. This need is compounded by the increased time since the 
males engaged in qualification based updating and the shortening half-li fe of knowledge. 
Tllis aspect of the study has potential for comparison with other professional groups, 
perhaps those where CPD is mandatory and relates to the pro fessionals' continuing 
'licence to practice'. However findings in respect of age should be treated with caution as 
one can only reali stically make conclusions about changing attitudes over life-span 
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through longitudinal study: will the present generation of young professionals lose or 
retain their enthusiasm for CPO as they get older? 
8.5.4: Multiple regression: conclusions 
More complex relationships in relation to the two main study variables (the value of CPO 
and employab ility) were considered using multiple hierarchical regression, framed as two 
further research questions. 
RQ30: Which biographical and attitudinal variables are the best statistical predictors of 
value attributed to CPD? 
This was considered using a two-stage model, with the predictors in model 1 being 
organisational position, qualification level, gender, professional membership level and 
age. This ex plained 4.1 % of the variance in CPO. Model 2 included pro fessional 
commitment, subjecti ve career success and employability, and explained an add itional 
13.5% of the variance in CPOV. Only professional cOl1Ullitment and gender made a 
statistically significant unique contribution. This is congruent with the correlations 
discussed in earlier chapter 8. It is suggested that men may need more encouragement to 
engage in CPO than women. 
Overall given the enthusiasm that the CIPO have shown for promoting CPO in general 
(Jones and Fear 1994, Glover 200 I), and their brand of CPO in particular (CIPO 2002a, 
2002b), then one could be forgiven for expecting that their membership might share this 
enthusiasm. At this stage we may cautiously infer that they do, but that thi s is on ly 
influenced to a velY limited extent by how successful they believe they are already. In 
addition those individuals who are not very professionally committed may be unlikely to 
respond positively to exhortations to undertake CPO. 
RQ3 1: Which biographical and attitudinal variables are the best statistical predictors of 
self perceived total employability? 
The biographical predictors in model I (as above) explained 10.7% of the variance in 
employability, while the addition of the attitudinal variables in model 2 (CPOV, subjective 
career success and professional commitment) explained a total of 41 % of the variation, 
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and was statistically signi fi cant ill < .00 I). A number of variables made a statistically 
significant unique contribution. First, individuals who score highly on career success are 
more likely to believe that they are highly employable. Highly professionally committed 
people are also Likely to believe they are more employable. Perceived employability 
decli ned dramatically with age. Possession of a degree had a positive impact on perceived 
employabi li ty across all age, professional and job categories. Organisational position 
made a modest contribution to the model, the highest scores being from females at the 
highest organisational levels .. 
Employab ili ty, as a construct with a focus inside and outside the organisation, thus 
reinforces the concept of the professional as being someone relatively independent of 
organisational ti es, in charge of their own destiny. The highest employabil ity in the survey 
was enjoyed by those individuals who were young, had enjoyed early promotion to 'fi rst 
line manager' level, graduates, and who were highly committed to the profession. 
Self-perceived employability in the study sample was very strongly linked to perceptions 
of subjective career success, although tlus may reflect the underlying nature of the 
constructs being measured as both are essentially positively framed constructs relating to 
an ind ividual's (generally) positive self perceptions. They are seen, in thi s research, as 
measuring distinct aspects of the professionals overall self-concept, as past and present 
(career success) and future (employability) respectively. Their distinctive nature is 
discussed in chapter 6. 
Finall y, considering the two research questions together, it may be concluded that the 
variab les in the research explained more of the variance in self-perceived employab ility 
than in the value attached to CPD. The next, and final , chapter draws out some overall 
themes from the study as a whole. 
290 
CHAPTER 9: CONCLUSION 
9.1 Introduction 
This thesis has presented the findings of a study ofUK. Human Resource professionals 
and factors relating to their Continuing Professional Development, their professional 
conun itment, their sUbjective career success, and their self-perceptions of employability. 
This chapter presents the overall conclusions to the resul ts. Resu lts from the research are 
then sununarised in four sections, where specific research questions are considered in each 
case. Each of these four sections includes findings, the fit to the literature where available, 
the limitations of that stage of the research, conceptual and theoretical implications, 
practical and professional implications, and suggestions for further research. 
Fi rst, section 9.2 summarises the qualitative research that was undertaken with a 
convenient sample drawn from a range of professional organisations, which aimed to 
ex plore their attitudes to commitment, their profession and CPD, and to provide a focus 
for the continuing research. Section 9.3 sunmlarises responses to research questions in 
relation to preliminary analyses, presented in this project as a major component of the 
resul ts as the find ings were considered intrinsicall y interesting and of va lue in themselves, 
in addition to the originality of a number of aspects of the research. 
Section 9.4 sUl1Ullarises the answers to research questions in relation to the employability 
scale developed specifically for tlus project, as no appropriate scale had been discovered 
prior to the field research being undertaken. Section 9.5 summarises responses to research 
questions in relation to statistical relationships between the variables. Some ofthe research 
issues were fi'amed as hypotheses, and the results of and implications from these are 
considered. Due to the exploratory nature of some aspects of the research, some issues 
were framed as more open research questions, some of which addressed complex 
relationships through multiple hierarchical regress ion. The fina l section (9 .6) presents 
some overall conclusions and refl ections on the research project. 
This research project grew out of the author's involvement with professional organisations 
and professional education, and research on the changing nature of work and careers that 
initiall y focused on the psychological contract. Although it has evolved significantly, the 
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research presented has the potential to enhance understanding of the work and careers of 
professionals in organisations, and their attitudes to their work, their careers, and their 
professional development. The author's close links with the Chmiered Institute of 
Persormel mId Development afforded an opportunity to study first hand a s3l11ple of 
professional workers, to explore their attitudes to a range of variables, mId to exanIine the 
relationship between these variab les. 
The origi nality of the research is reinforced by the fact that a number of the study 
variables were individually under-researched (the perceived value ofCPD, CPD 
engagement, employability, and to a lesser extent subjective cm·eer success with a 
profess ional sample) and collectively their possible relationships had not been considered. 
A Miher, somewhat unexpected, outcome of the research was tbe successful development 
of a distinctive measure for employability that has initially presented a high intemal 
reliability coefficient and the potential for further study. 
9.2 The Qualitative Research 
9.2.1 Research themes 
The qualitative research represented the first primary data co llection undertaken in thi s 
study, and had the genera l aim of focusing mId refining the research Research questions at 
this stage fell into tlu·ee groups, relating to professions and professional organisations 
(RQI-3), to continuing professional development and le3l11ing (RQ4-RQ5), and to 
employability and careers (RQ6-RQ8). 
9.2.2: Research questions relating to professionals and professional organisations 
RQ1: What are professionals' altitudes to commitment as potentially extending beyond the 
organ isation ? 
RQ2: I-Iow do professionals perceive their relative relationship to other groups and 
bodies? 
RQ3: How committed are professionals to their professional organisation? 
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In respect DfRQ1, Dne Dfthe main outcomes ofthe qualitative research was the 
confirmation of professional workers as the main focus Df the study. The researcher 
wished to emphasise the beyond-organisation aspects of the individual mindset, and 
managerial professionals, even organisatiDnally located ones, appeared to have the 
pDtential tD facilitate tlus. Tllis had been reflected in the literature on the changing nature 
of work and careers, especially through the 1990's, such as the decline of the linear career 
cDncept (Arnold 1997), and the impact on all workers, including professiDnals in 
organisations arising from changes in organisations structures and the business 
environment (Jackson 1996, Herriot and Stickland 1996, Raj an et al. 1998). Relatively 
few respondents used career networking (Arthur and Rousseau 1996). 
/11 relation to RQ2, respondents held vari able perceptions of the status of their professional 
group. A few perceived change wi thin their particu.lar employment sector as an 
0ppOlt unity rather than a tllreat (eg. the AUA), but more expressed strong concerns abo ut 
the future of their organisations and the role their profess ion would play in it (eg., some 
CIPO respondents). As suggested by Morrow and GDetz (1988), GreenwoDd and 
Lachman (1996), and Critten (1999), the number and scope of professions appears to be 
growing, and a small number of respondents were from the new or 'emergent' 
professional groups, such as University AdministratDrs or Careers Advisors, who were in 
no doubt themselves as to their professional status even iftlus was not widely perceived. 
Others, such as persmmel specialists or accountants refl ected the growth in influence of 
the organisatiDnal-managerial professions reported by Elliot (I 972), Watkins et a.!. (1992), 
and Ackroyd ( \ 996). 
In respect of RQ3 (professiDnal commitment), while attachment to the organisation was 
sti ll important for many respDndents, some had strong attaclunents in the fornl of specific 
respDnsibilities to the professional organisation, and strongly identified with the 
profession, including professional values (Morrow and Goetz 1988 Mon'Ow and Wirth 
1989) . Both organisational and professional (and especiall y the latter) relationsllips 
could compromise work-life balance (Kaschube et a1. 1996), especially local or national 
professional association involvement, and respDndents expressed concern about this, often 
in relation to family commitments. Tlus is potentially a novel perpective on work-life 
balance which is nOlmally only seen to relate to organisational demands, not professional 
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ones. Gruen et al. (2000) had concluded that there was a need for professional 
organisations to build connections to members through cOlTIlmmication, and while some 
respondents had strong links through task invo lvement, most were relati vely detached. 
9.2.3 Research questions relating to CPD and learning 
The second main group of research questions addressed at the qualitative stage referred to 
CPD and leaming. For example: 
RQ4: Whose needs, if anyone's do professionals perceive and being served by Continuing 
Professional Development (CPD) 
Respondents emphasised the need to engage in updating but saw this as serving 
employers' needs rather than their own (or the professions), thi s confimling the findings of 
other studies, which had also repOlted some resistance to record-keeping for CPO (lones 
and Fear 1994, Sadler-Smith and Badger 1998, Blyth 2000, HmTis 2000, Tyler 2001). 
Also in relation to CPO: 
RQ5: Do the sample perceive the need to engage in CPD, and what are their jilture 
priorities? 
Respondents were consistent in their identification of the need to engage in CPO, whi le 
future priorities principally related to keeping up to date with job-related, organisational or 
legislative changes rather thml a focus on individual growth and personal development. 
Qualification based updating was not seen as a priority for thi s sanlple as mmly were very 
well qualified already. Tlus positive orientation to leaming, for thi s sanlple, may well have 
been reflecti ve of their prior (positive) expetiences ofleanung (Maguire and Fuller 1997, 
Tmnkin mld Hillage 1997), even though the leaming undettaken had a very pragmatic 
'job-survival' focus. 
9.2.4: Research questions relating to employability and careers 
The third group of research questions at tlus stage related to perceptions of employability 
and careers: for example, 
RQ6: How are profeSSionals ill organisations making sense of changing work patterns 
and careers? 
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RQ7: What are the implications of changing work patterns and careers for these 
professionals in organisations? 
Many respondents expressed perceptions of their use, or expendabi li ty, in an employment 
relationship, reflecting themes from the literature in respect of transactional attitudes to 
work and reduced levels of organisational commitment as a result of downsizing (Inkson 
1995, Herriott and Pemberton 1995, McKendall and Margulis 1996). Although none were 
in 'post-corporate' employment at the time (pieperJ and Baruch 1997), some respondents 
known to the researcher have subsequently moved into Uus pattern of work. Longitudinal 
study with the qualitative sample, tracking changes throughout the longer span of their 
careers, may be a long ternl possibility. It was also clear that some respondents looked to 
beyond work factors, such as invo lvement with the profession or leisure activities as a 
focus for self-fulfi lment (Mirvis and Hall 1994). Some respondents described major 
upheavals in their work history, in line with Kessler and Undy's (i 996) CIPD-sponsored 
study, such as re-organisation, redlUldancy, or new working practices. A minority of 
respondents expected very significant organisational and personal (career) change in the 
near futw·e, where the latter is likely to be a consequence of the fonner, and not of their 
choosing. 
RQ8: What do the sample understand by the term 'employability? 
Employability was perceived as having both internal (within the organisation) and 
extel11al (labour market and professional) dimensions, in line with literature findings 
(Tamkin and Hillage 1998, Raj an 2000). Respondents also confirnled the dual meaning 
attached to employability as relating to both an HR strategy applied to the workforce 
coll ectively, and as individual perceptions relating to one's future career, the latter being 
adopted as a working model for this project. 
9.2.5: Linlitations of the qualitative study 
The limitations oflhe qualitative study included that it ignored those individuals who 
worked outside of an organisational context, thi s being an unintended weakness of tile 
'convenient sample' selected. As Sekaran (2000:278) suggested, this was a good way of 
getting 'basic information quickly and efficiently', but almost certainly suffered from 
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unintended bias as it was drawn from the researcher's personal network, and was thus 
more Likely to include graduates and individuals within a limited age range than would be 
the case for either the general population, or a sampling population such as that employed 
for the quantitative study. In practice, some aspects of Judgement sampling' also applied 
here, the respondents being 'subjects who are in the best position to provide the 
information required' (Sekaran 2000:278), even though, according to the same source, thi s 
may: 
'curtail the generalisability of the findings because we are using a sample of experts who 
are conveniently available to us'. A further unintended bias was that most of the 
respondents were female, and in public sector employment. 
9.2.6: Conceptual and theoretical implications 
The qualitative study made an essential contribution to the project overall in that it 
provided the opportunity to identify the main focus (professional workers, CPD, 
employability), and engaged the researcher with the coll ection of primary data. It 
confilllled the need for a sw-vey approach, as the literature suggested that thi s would be 
the best way to approach the particular set of variables and to generate a large enough 
data set for multivariate analysis. Crucially, the conceptual and theoretical implications of 
the qualitative study were that it enabled the researcher to identify a stimulating direction 
of the research with the potential for an original contribution appropriate to the changing 
nature of 21st century work relationships. For example, in respect of the study variables, 
the qualitative research contributed: 
• that the study wou ld initially focus on attitudes to a range of variables: CPD 
engagement was added later 
• the identification of varying levels of , value' attributed to different professions or 
occupations both inside and outside organisations: a key component of the 
employability matrix (figures 2 and 3) 
• the conlillllation of professional commitment as opposed to organisational 
commitment as representing a key franle of reference 
• a focus on learning through continuing professional development as a possible 
strategy for keeping ahead of change 
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unintended bias as it was drawn from the researcher's personal network, and was thus 
more likely to include graduates and individuals within a limited age range than wOltld be 
the case for either the general population, or a sampling population such as that emp loyed 
for the quantitative study. In practice, some aspects of Judgement sampling' also applied 
here, the respondents being 'subjects who are in the best position to provide the 
in[OI111ation required' (Sekaran 2000:278), even though, according to the same source, thi s 
may: 
'curtai l the generali sab ili ty ofthe fi ndings because we are using a san1ple of experts who 
are conveniently available to us'. A further lmintended bias was that most of the 
respondents were female, and in public sector employment. 
9.2.6: Conceptual and theoretica l implications 
The qualitative study made an essential contribution to the project overall in that it 
provided the opportunity to identify the main focus (professional workers, CPD, 
employabili ty), and engaged the researcher with the collection of primary data. It 
confirmed the need for a survey approach, as the literature suggested that this would be 
the best way to approach the particular set of variables and to generate a large enough 
data set for multivariate analysis. Crucially, the conceptual and theoretical implications of 
the qualitative study were that it enab led the researcher to identify a stimulating direction 
of the research with the potential for an original contribution appropriate to the changing 
nature of2 1 st century work relationships. For example, in respect of the study variables, 
the qualitative research contributed: 
• that the study would initially focus on attitudes to a range of variables: CPD 
engagement was added later 
• the identification of varying levels of 'value' attributed to different professions or 
occupations both inside and outside organisations: a key component of the 
employabili ty matrix (figures 2 and 3) 
• the confirmation of professional commitment as opposed to organisational 
conunitment as representing a key frame of reference 
• a focus on learning through continuing professional development as a possible 
strategy for keeping ahead of change 
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• a conceptuali sation of employability is including in-organisation and beyond-
organisation e lements, later refined through further literature analysis into the matrices 
presented as figures 2 and 3. 
Following this, further conceptual development and literature review led to the 
refi nement of the main research issues, and development of the survey instrument. This 
was then pilot-tested with students members (convenient, captive!) from a range of 
professional bodies (CIPD, CIMA, CIPS). Although the original intention had been to 
undertake a comparati ve study; the emerging literature, rich qualitative data fro m selected 
CIPD respondents (and practical considerations) increasingly pointed to the Chatt ered 
Institute of Personnel and Development as the likely source of the main research sample. 
9.2.7: Further qualitative research? 
Although the main contribution of thi s stage of the research was conceptual and 
theoretical , rather thatl practical and profess ional, this was a vital element, even a turning 
point, in the life of the project as a whole. Paradoxically, although some of the limitations 
identified above re late to the researchers' orientation towards quantitati ve methodology, 
the survey developed as a result of the earlier qualitative research has raised a number of 
issues which are probably best addressed by qualitative methods. These include atl 
investigation of the needs and development priorities of se lf-employed consu ltants, 
including the ways in which such individuals may use personal and professional 
networking to facilitate learning and personal advancement. A further issue fDr qualitative 
investigation ari ses from the survey reseat'ch: why did the data for all the main scales 
reveal a mid-li fe dip in mean scores? As an Dverall evaluati on, the qualitative research 
contributed far more than was originally envisaged, and may well form a significant part 
of a future research agenda. 
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9.3: Research questions addressed by the preliminary analysis of data 
9.3.1 : Preliminal'y analysis 
The main outcomes of the research project were realised by the analysis of the survey 
data. Descriptive stati stics by age, gender, level of seniority in the organisation, 
qualification level (simplified as whether the respondents were graduates or not) and 
professional membership level were considered, as some of the most relevant literature 
(eg. Nabi 1999, Sadler-Smith and Badger 1998, Harris 2000,) had suggested that there 
may be variations in scale results due to these factors, and these were subsequently 
examined as control variables in the hypothesised relationships. A fU11her rati onale for 
their inclusion was that some of them had stati stically significant correlations with some 
of the study variables (Jankowicz 2000). The attributes of the sample (age profile, gender, 
FClPD'sfMCIPD's, employment characteristics) were consistent with those observed in 
similar ClPD-based studies (eg. Jones and Fear 1994, Sadler-Smith and Badger 1998, 
Sadler-Smith et al. 2000, Harris Research 2000), as was the response rate. Younger 
respondents tended to be better qualified and female. 
Data were negati vely skewed for all the scales, some strongly, thi s refl ecting the nature of 
the variables. As a general comment, apparent variations presented visually were not often 
fo und to be statistically significant on further investigation. The research was wldertaken 
with a sanlple of two hundred and thirty four Members and Fellows of the UK Chartered 
Institute ofPersol1l1el and Development in the Derbyshire and Nottinghamshire region, 
with tbe support of the CIPD's local branch. While the generali sability of the research is 
limited by the specific nature ofthe sample, it is hoped that in the future this may develop 
into a body of research drawing in other professionals, and wider sections of the 
workforce. All of the scales included in the analysis were found to have at least 
satisfactory internal cOITelation coeffi cients. Scale reliabiliti es are presented in chapter 8. 
The following sub-sections summarise responses to research questions addressed in the 
preliminary analyses. These include (section 9.3.2) questions relating to professional 
commitment, questions relating to the perceived value of CPD (section 9.3.3), questions 
relating to subj ective career success (section 9.3.4), questions relating to self-perceived 
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employabili ty in section 9.3.5, and questi ons relating to the CPD the sample claimed to do 
(CPD engagement) in secti on 9.3 .6. Each of these sub-sections considers, where possible, 
limitations of the research, how the find ings relate to the available literature, conceptual 
and theoreti cal implications, profess ional and practical implications, and suggestions for 
further research. 
9.3.2: Professional commitment 
The fo llowing research questions are considered at this stage: 
RQ9: What level of professional commitment does this sample have? 
RQIO: Are there differences by age, gender, qualification level, membership level and job 
level? 
Professional commitment is a well established body of research which has recognised the 
conOicting commi tments that individuals have (Aranya and Jacobsen 1975) and that 
professional and organisational comm itment are distinct constructs (Morrow and Wirth 
1989), although they may be compatible (Mathieu and Zaj ac 1990). There are suggestions 
in the literature of connections to professional learning (eg. Morrow and Goetz 1988, 
Arthur and Rousseau 1996, Hall 1996) and cormectedness to the professional organi sation 
(G ruen et al. 2000, Hoff2000), both of which were reOected in the present study. 
Professional comm itment was measured using a 9-item scale derived from Tsui et aJ.'s 
(1997) affective organisational commitment scale (a. = .80). In this study, professional 
commitment was high (negati vely skewed) overall (means arolmd 70% of the scale 
maximum), but w ith an unexplained mid-career dip that was also refl ected in other scales, 
and was accentuated when the data was split by membership level: the fa ll was greater for 
MClPD's. There is no opportuni ty for comparison with other contemporary groups of 
professionals, although Aranya . et al. ( 198 1) typically reported mean scores arOlmd 78% 
of the scale max imum. There was a statistically signi fi cant interaction effect for age and 
membership level, although the differences between groups did not reach statistical 
signi ficance. There were no significant differences by organisational position and gender 
or membership level, and a moderate effect for age and qualification level, thus it may be 
concluded that demographic variables made little difference to professional commi tm ent. 
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Comparison with the literature is difficult as comparable studies either did not consider 
professional commitment at all, or focused on organisational commitment (Sadler-Smith 
and Badger 1998) . Hoff (2000) found that professional commitment showed little 
variation over career stage or age range. 
A possible limitation ofthis aspect of the research was that it only focused on affective 
commitment (Meyer et al. 1993, Tsui et al 1997 ), but thi s was because it was felt to be 
consistent with the 'affective' (ie. att itudinal) nature of the other scales, and continuance 
conunitment was not seen as relevant in the context of thi s project. Nonnative 
professional commitment could have been introduced as a measure of the extent to which 
the sample were in agreement with the ClPD's CPD policies. However, thi s was believed 
to be covered by item 7, the reverse-scored 'often I find it difficult to agree with this 
profession's policies on important matters relating to its members'. 
Conceptually and theoretically, while there is little contemporary research that is 
comparable, it is believed there may be sllbstantial potential for future research. In fact, as 
more occupations identify themselves as 'professional' (Greenwood and Lachman 19996, 
Critten 1999), a revival of interest in professional commitment as a subj ect of study in its 
own right would seem to be timely. Professional commitment was included in the present 
study to emphasise beyond-organisation attachments as a contrast to research with a 
similar sample (eg. Sadler Smith and Badger 1998) wh.ich had included organisational 
commitment as a study variable. Pieperl and Baruch (1 997) emphasised beyond-
organisation 'relational networks' as a component of the post-corporate career, also 
emphasised by Jackson (1 996) and De Fillippi (1996) in the context of boundary less 
careers. In the closing stages ofthis research project, a trend was observable towards 
outsourcing of HR functions (see, ego Crabb 2003), representing a major change for HR 
practitioners in organisations, and likely to produce an increase in the mmlbers of 
individuals working as independent consultants, even beyond the 18% of thi s sample who 
did so. A future research agenda that focllses on the professional commitment of 
independent consultants could also seek to assess the extent to which their professional 
networks really do offer a support network as a replacement for those structures one might 
more commonly expect to find in organi sations. 
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At a practical level, thi s issue has not escaped the attention of the CIPD (CIPD 2002c), 
although the 'any other comments' responses listed in appendix 4 would suggest that some 
consultants still felt rather exposed and un-represented at the time the research was 
can'ied out, and the views of Gruen (2000) that professional associations should engage in 
relationship marketing to move members 'closer intellectually and emotionally' (page 47) 
would appear relevant here. If contemporary predi ctions of downsizing in HR are tTue, 
and more HR practitioners find themselves back on the labour market, the active role that 
American professional associations have taken in creating and di sseminatin g job 
opportuni ties (London 1996) may well be a model for the CIPD to follow. 
As a concluding comment on professional conunitment, while thi s has not been one of the 
'headline' variab les in the present study, its importance, especially in the context of 
changing careers and organisational stlllctures (and especially fo r HR professionals) 
should not be underestim ated, and there is very substantial potenti al for Further research. 
9.3.3: The perceived value of CPD 
The preliminary analyses considered the following research questions in relation to the 
perceived value ofCPD: 
RQI3: To what extent do these respondents value CPD? 
RQI4: Are there differences by age, gender, qualification level, membership level or job 
level? 
The perceived value ofCPD was measured using a 9-item scale (a. = .93) adapted from 
Sadler-Smith and Badger 1998. Data were negatively skewed, with some o f the highest 
values of all reported by the most senior respondents both organisationally and in temlS of 
professional status: it is suspected that these senior FCIPD's may see themselves as the 
cLlstodians of professional standards. High values were reported by FCIPD's at more 
junior levels: possibly because these were individuals showing early career and 
professional commitment. In the light of these observations, it was surprising that HI 
(professional commitment and CPDV, discussed below) was not more strongly supported. 
Findings matched those ofSadler-Smith and Badger (1 998:7 1) in that commitment to 
CPD was 'lowest among the older males', although some of the highest reported values in 
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the present study were from the older females. Other high scores were from relatively 
junior Fellows. Sadler-Smith and Badger (1998) had fOlllld no significant main or 
interaction effects for age, gender or job level. This was also the case in the present study. 
The relatively modest impact of these variables in the present study was unexpected, as 
Tamkin and Hillage (1997) for example, suggested (page 1) that participation in learning 
was 'heavily influenced by demographic factors'. 
The qualitative study suggested that a well qualified sample might place a greater va lue on 
CPD, and younger graduates, and especially graduates in 'First Line Manager' positions 
appeared to value CPD highly. However analysis (ANOVA) ofCPDV by age and 
qualification level; and by organisational position and qualification level, failed to reveal 
statistically significant main or interaction effects. 
Limitations (in relation to CPDV) of the research include a belief on the part of the 
researcher that, on refl ection, it would have been complemented by a consideration of 
some aspect of an individuals' ability to learn, either in the form of andragogy (Maguire 
and Fuller 1997), learning style (Kolb 1984, Honey and Mumford [992) or cognitive style 
(Sadler-Smith et al 2000). This wou ld acknowledge the impact of one's situation or 
disposition to learn, which could then be correlated with perception ofleaming 
effecti veness. In addition, thi s study, unlike others (eg. Sadler-Smith and Badger 1998, 
Harris 2000) did not consider the record-keeping aspects ofCPD, which is seen as a 
'chore' in most comparable studies. 
As an empirical study ofCPD, this project is believed to be significant in itself, for as 
Sadler-Smith et al (2000) identified (page 239): 
'CPD appears, at least within some professional institutes, to have attained a status as 
orthodoxy based largely upon rhetoric rather than any established theoretical or empirical 
base'. 
It is hoped that this study, with subsequent extensions, will prove to be a significant 
contribution to both the theoretical and empirica l basis ofCPD. 
Further implications of this aspect of the research include that while respondents appear 
to va lue CPD highly, this was a fairly modest response rate, albeit in line with other 
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studies ofthe CPD ofCIPD members. The CIPD has promoted CPD heavily, but may 
well be deluding itself i f it believes that a majority of its members are strongly conunitted 
to it, or see the need to engage (Taylor 1996, Gosling 2000). It is believed that further 
work is needed to evaluate the importance of attitudes to CPD, but in association with 
preferred modes ofCPD (here, CPD engagement). CPD policy needs to be inclusive in its 
approach (Viney and Muller 2000), notably in respect of the disparate needs of 
independent consul tants, and those with a 'training' orientation (see appendix 4). 
FUlt hennore, the implications of mandatory CPD should be considered by the CIPD in the 
light of the fairly modest response to this survey: faced with a forced-choice, would 
members actually engage? A fmther research agenda in relation to CPD is discussed at the 
end of section 9.3.6 below, to avoid dupli cation. 
9.3.4: Subjective career success 
The following research questions were considered in relati on to subj ecti ve career success: 
RQJ6: What does this sample believe about their subjective career success? 
RQ1 7: Are there differences by gender, age, membership level, qualification level and job 
level? 
Subjective career success was measured by an eight-item scale (a=.88), with tlu'ee items 
from Nabi (1 999), and fi ve from Greenhaus, Parasuraman and Womlley (1990). 
Subjecti ve career success results were again negatively skewed with no statistically 
sign ificant variati ons by age or, gender, and the apparent influence of having a degree was 
not statistically significant, although Nabi (1999) had reported a positive correlation 
between qualification level and subjecti ve career success. Similarly, Melamed ( 1996) had 
reported a correlation with 'mental capacity'. Simpson and Altman (2000) suggested that 
those individuals who manage to break through 'glass ceilings' would be individuals of 
exceptional ca libre, and it is noticeable that, for example in figu re 33 (p .232) that women 
at the highest levels report (j ust) the highest levels of subjecti ve career success. On the 
other band, Van Eck Peluchette (1993) had suggested that women were more li kely to 
experience career alienation than men, and data presented here may support thi s, 
especially for mid-career women (figure 3 1). Nabi (200 I) suggested that women value 
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subjective career success more highly than men, but thi s was not reflected in thi s study. 
Overall , by age, the data again revealed a mid-career dip, both by age and membership 
level. Organisational positi on, in itself an element of objecti ve career success, had a 
statistically significant relationship to sUbj ective career success for thi s sample, and 
graduates at the highest level (figure 34, page 234) reported the highest levels of 
subjective career success. 
In tellllS of the conceptual and theoretical implications of this research, the differences by 
age and gender, while not often sign ificantly different, do consistently present mid-career 
low scores, which may well be w0I1hy of further investigation. The ex istence of this 'dip' 
in scores across the range of study variables may be indicati ve of mid-career 
discontentment, also identified by Thomas and Dunkerley ( 1999). For example, to what 
extent is thi s attributable to career frustrati on, career plateau-ing, or quali fication or skills 
barriers? 
Subjecti ve career success has been found to be a well established body of research, and 
the pri ncipal contri bution of thi s research project is the addi tion to the fie ld o f a foc used 
work relating to a specific professional group - established human resource professionals 
in the UK. Although thi s is a cross-sectional study, the data has a longi tudinal quality in 
that the oldest respondents may have spent up to fifty years in the workplace, and will also 
probably have enjoyed what have been described as traditional 'organisational careers' 
(Arthur 1994) or 'onwards and upwards' (Hirsh 1995). The period of research represents a 
peri od of transition and change, both within organisations and careers, and within the HR 
profession, and the long -tenn effects of delayering, down-sizing, and outsoufcing on 
perceptions of career success offer substantial potential for longitudinal study. Finally, 
there is beli eved to be a lack of studies of subj ective career success of individuals who 
work independently of organisations (eg. independent consultants), and this could well 
form part of a research agenda more relevant to the post-corporate labour market. 
9.3.5 Employability 
The preliminary analysis considered the following research questi ons in relation to 
employability: 
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RQ20: What is this sample's perception of their employability (main scale) 
RQ22: Are there differences in the main scale and sub-scales by age, gender, qualification 
level, professional level and job level? 
The scale developed for employability (a. = .88) was the subject of a separate analysis of 
its psychometric properties in chapter 7, although the descriptive statistics for the main 
scale and the two subscales revealed very few differences in results. Mean scores were 
typically around 70% of the scale maximum. Self-perceived employability declined with 
age (Nielsen 1999, Van der Heijden 2002). Possession of a degree had a positive impact 
on self-perceived employability at all age groups and all organisational levels, although it 
must be remembered that older members have enjoyed the privilege of the relatively 
scarcity of their qualifications for much of their careers. Younger graduates will spend 
their careers in a labour market saturated with individuals with similar qualifications : this 
may well be an issue for longitudinal study. Again, the data revealed a mid-life 'd ip' which 
merits further investigation. The principal conceptual and theoretica l implications of this 
aspect of the research (including the 'fit' to the available literature) are included in section 
9.4 below, to avoid duplication. 
A limitation of the research in respect of the employabi lity scale included the fact that this 
was the first time the scale had been used with a reasonable sample size, and had the sub-
scales been identified at an earlier stage the main scale could have been subjected to 
flllther refinement. However the scale as used demonstrated a more than satisfactory 
internal correlation coeffi cient, and may well have potential development into an 
individual measure of employability for career-diagnostic purposes. Future research 
possibilities are explored fiuther in section 9.4, but these include extensions of the 
research towards a refinement ofthe scale, and replications of this study with other 
occupational groups or in other cultural contexts. F inally, the development of the scale in 
itself has represented an umovative contribution in an emerging body of empirical 
research (Nielsen 1999, Van der Heijden 2002). 
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9.3.6: CPD Engagement 
The [Ulal group of questions related to the CPD strategies that respondents actually 
engaged with. These included: 
RQ27: What are the most commonly reported means of updating for this sample? 
RQ28: What are the differences by age, gender, qualification level, membership level, and 
job level? 
In relation to the most commonly reported means of updating, thi s was measured by 
allowing respondents to select from a 31-item li st drawn (Tom an analysis of the available 
literature, with the option for respondents to add further items if these were not covered. In 
the event, none did . The most popular method was 'regular reading of books and journals 
relevant to my profession', fo llowed by 'sharing knowledge with colleagues' and 'reading 
work-related documents'. It is noticeable that these related to organi sational and job-role 
development rather than wider professional knowledge. As a comparison, Harris (2000b) 
identified 'professional work based activities' as being the most popular form of updating. 
The organisational focus was noted with concern by Van Der Heijden (2002), who 
believed that this may be too introspective and focus on too narrow a skill set. Sadler-
Smith et al (2000) had also noted the prevalence of work-based methods amongst their 
respondents, and expressed concern about the lack of reliance on self directed leaming 
methods that emphasise learner responsibility. This was not reflected in the present study 
responses, where it could be argued that high scores for infonnalleaming methods do 
emphasise responsibility and autonomy. In the present study informal development was 
emphasised over formal 'courses' (again refl ecting the Harris Research findings), with 
qualifications being almost at the bottom of the li st, although at least hal f the present 
sample were qualified to degree level already. 
Results from the present study supported some aspects of the literature, where for example 
organisations had been identifi ed as 'platfornls for learning' (Bird 1994). Although CPD 
has been widely promoted, the present study has suggested that if professionals are left to 
choose their own learning methods they will not necessarily acquire the breadth of 
learning required for professional development as opposed to in-role job-specific learning. 
A practical issue for the professional institute is how to promote this breadth, without 
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over-prescription (Taylor \996, Sandelands 1998, Blyth 2000). At the sanle time many 
development activities are part of an organisational as well as an individual agenda 
(KerUlie and Enemark \ 999), but individuals need to see a personal benefi t in engaging in 
CPD otherwise they will not do so (Jones and Fear 1994). 
A weakness of this aspect of the research however was the assumption that individuals 
had access to organisationally-located modes of learning: those individuals who were self-
employed did not, and many indicated thus on their questionnaires. In add ition the ranked 
measure could itselfbe a source of weakness: differences between rankings were 
sometimes a matter ofthe second decimal place, suggesting that the significance of the 
difference would be very small , even ifi t could be measured, and that the potential for 
general isabili ty arising from thi s measure is limited. A further weakness related to the 
sma ller sample size, especially in relation to sub-categories: table 29 for example reveals 
just one fema le FCIPD in the under 34 age group. 
Responses for RQ28 were determined by converting the listing of preferred CPD 
strategies into a total scale score, noting with some caution that this was not intended to 
be a scale with inherently good psychometric properties, simply a list of items. While the 
overall engagement score increased for females with age, male scores declined, although 
the di fferences were not statistically significant. As with the perceived value of CPD, 
scores dropped markedly in mid-career, and a statistically significant interaction effect for 
age and qualification level was discovered, where the responses in the age category 45-49 
were significantly different between graduates and non-grad uates. There is on ly limi ted 
potentia l for comparison with others studies as the listing employed in this study was 
much more comprehensive than those used elsewhere, although this does also emphasise 
the ori ginality of the research. 
The open questions at the end of the questionnaire elicited a variety of responses which 
are listed in appendix 4, and future priorities for CPD in appendix 5. Age was cited by a 
number of respondents as a matter of concern in terms of their career, disappointing in a 
profession supposed to promote 'good practice' in employment. More respondents 
identi tied 'strategic HRM' as their future development priori ty than any other, re fl ecting 
perhaps a concern with the HR function's sensitivity about its' place at the organisational 
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'top table', or perhaps a tendency of the profession to over-sell the strategic ro le 
undertaken by HR practitioners. 
To some extent the theoretical implications of this aspect of the research mirror those in 
relation to the perceived value ofCPD, and relate to a future research agenda. Despite the 
extensive practitioner/'good practice' literature in relation to CPD, there are velY few 
empil·ica l studies, and it is hoped that th.is study may have the potential for ex tension and 
replication in a range of ways: for example in relation to the CIPD in other regions or at 
national level, with other professional organisations, or internationally. 
Practically, the findings should be of interest to the CIPD and other professional bodies 
especially as to which CPD strategies individuals are prepared to or are able to engage 
with. Sadler-Smith et al. (2000) noted that (page 241): 
'Like CPD itself, self-directed learning has attained a self-imposed orthodoxy by dint of 
which it has entered the mainstream of teaching and learning methods.' 
Although professional organisations like the CIPD may promote self-directed learning 
methods such as e-Iearning, in tlus study 'open learning' was accorded a low rating and if 
the institutes are to engage the majority of learners then more direction may be required, 
while treading the fine line between tlus and over-prescription. Academics fami liar wi th 
the rhetoric of the move from 'teacrung to learning' may question whether individuals are 
really ready for the vision of the independent life-long leamer, and this concern may apply 
to CPD as well. As Sadler-Smith et al (2000:253) concluded: 
'Further research should address attitudes to CPD methods .. .. .' 
Although the CIPD were more than willing to support the research, practical 
implementation was more time consuming. 'DE' (Derbyshire) postcodes were accessed 
first, 'NO' (Nottinghamshire) postcodes later. Questions relating to 'CPD engagement' 
were added between these two events, with the consequence that the sample size for 
CPDE was lower, and also a suspicion that the lower response rate for the 'NO' 
respondents was attributable to what was seen as an excessively long questionnaire. 
Given the extent to which the contemporary professional 'practitioner' Literature has 
focused on promoting CPD (eg. PARN 2000, 2001,2002, Flood 2001, Fon·est 2001, 
Blyth 2000, Wi lson 2001 , Viney and Muller 2002), one might intuitively expect 
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professional association members to share this sense of priority. In the event, the 
negati vely skewed scores for CPDV might lead one to conclude that these respondents do 
up to a point, although a more conunon response might be a low value on CPD (Blyth 
2000, Tyler 200 I) . An alternative suggestion is that the beyond-organisation mindset has 
been over-emphasised in the present project, that thjs may be a limitation of the research, 
and that individuals in HR do still mostly enjoy organisationally-located careers - for 
now. 
In respect of the practical implications for professional associations generall y, these relate 
principally to their promotion of, policies towards, and strategies for members' 
development of CPD. That the previolls empirical studies referred to here focus on the 
CIPD is not a consequence of selecti vity on the part of the researcher to the exc lusion of 
other professions. The fact is that at the present time that believed to be is all there is. 
While the focus on the human resources profession has limited generalisability at this 
stage, it has a llowed better comparison with the limited body of ex isting li terature. 
In respect of a future research agenda, there are a range of possibilities, These relate both 
to attitudinal studies (CPDV, above) and in relation to CPD engagement. There is vety 
substantial potential for replication or extension with other professional organisations, 
allowing for some refinement of the research instrument, as fo llows: 
• replication stttdies within other organisational/managerial professions ego 
accountancy, banking, marketing, to assess the effectiveness of their CPD strategies, 
and member responses to these 
• comparative studies between these groups, to identify 'best practice' and compare 
member attitudes 
• research in relation to those professions where CPD is mandatory and detennines the 
continuation of one's 'licence to practice', such as medicine and the law. 
Other possihle avenues for further research in the short term may include the 
incorporation of leaming styles, included in for example Harris (2000) but excluded here, 
or cognitive style, as studied by Sadler-Smith et a!. (2000). In the long term, longitudulal 
study may be undertaken to ascertain whether cohorts ri sing through the age ranges, 
having different educational experi ences, rising qualification profiles and (one might 
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expect) ri sing levels of computer literacy, demonstrate a preference for more independent 
or more dependent modes ofleaming. Finally, the impact of changing modes of 
employment (downsizing, outsourcing, self employment) within the HR profession, and 
the associated impact (restriction?) on learning opportunities may offer potential for future 
research.. The ability to calculate indi vidual scores for CPDE has suggested that there may 
be the potential to develop a measure of individual CPD engagement. As a concludiJlg 
continent, the lack of empirical research in relation to CPD, identified in this project and 
also noted by Sadler-Smith et a!. (2000), when considered alongside the emphasis that 
most professional organisations are now placing on CPD, presents a very substantial 
opportunity for development, probably the main aspect of a future (personal) research 
agenda. 
9.4 Research questions: Employability scale, sub-scales, and links to subjective 
career success 
9.4.1 Introduction 
The development and successful implementation of a scale of employability, although 
undertaken as a matter of necessity, proved to be a major outcome of the research project, 
and a number of further research questions address more detailed aspects of the reseal'ch, 
the results of which are reported in chapter 6. Specifically, these include: 
RQ22: What components of employability are discernible in the respondents' p erceptions 
of their own employability? 
RQ23: What are the psychometric properties of the employability scalers) derivedfrom 
the sample's perceptions? 
RQ24: To what extent is there overlap (redundancy) between the SCS scale and 
employability? 
First, section 9.4.2 will consider the components of tile main sca le (RQ22), as identified 
by principal components analysis, and the psychometric properties of the two sub-scales 
(RQ23). Section 9.4.3 will consider the investigation of extent to which there might be 
redundallcy between the employability scale and the subjective career success sca le. 
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(RQ24) . Finally, section 9.4.4 will consider the conceptual, theoretical, practica l and 
professional impl icati ons of thi s research, and suggest an agenda for further research. 
9.4.2: Scale components 
The scale had been developed from a theoretical perspective derived from a number of 
literature sources (below), which had emphas ised that individual employability, defined in 
thi s study as 'the abi lity to keep the job you have or get the job you want', included 
components of internal employabi li ty (i ntemallabour markets and individual attributes) 
and external employability (the ex temallabour market and external perceptions of the 
profess ion or occupati on). The intem al-ex ternallabour market division was especially 
informed by Hillage and Pollard ( 1998), Ki rscbenbaum and Mano-Negrin (1999), Tamkin 
and Hillage 1999, Kl utmans and Ott 1999, and the two 'Create' studies, Lane et al. 2000 
and Rajan et al. 2000. The exploratory qualita ti ve research had also contribu ted to the 
conceptual basis, notably relative perceptions of the varyi ng status accorded to di fferent 
professions, which again wo uld have an impact in both internal and externa l labour 
markets. This conceptual development was represented diagrammatically as a 2 x 2 
matrix presented as figure 2, which in turn was developed iJ1to a 4 x 4 matrix (figure 3) to 
better acknowledge the influence of the fOllr dimensions (the individual, the occupation, 
the intemal and external labour markets), which was then refined into a 16-item 
questionnaire (table 8), this being used in the survey. Thi s sca le was fo und to have an 
alpha coefficient of .88, very acceptable for an untested measure. Had it been di scovered 
in time, it is likely that Van der Heijden's (2002 :52) 8-item scale would have been uti li sed 
in thi s proj ect, even though it only had an alpha coeffi cient of .68 . 
Given this theoretical base, when the 16 items of the scale were subjected to principa l 
components analysis using SPSS, it was grati tying that two main factors were identified 
which together explai ned 46. 151 % or the variance in the scale, and that these broad ly 
mapped against the internal (self, intemallabour market) and external (profession, 
external labour market) dimensions of the conceptual matrix . For example items 1,2,3,4,9 
and 10, all included in component 2, relate to employment aspects within organi sations, 
and items in component 1 , bein g: 6,8, 11 , 12, 13, 15, and 16 all clearly relate to 
employment opportunities outside one's present organisation. The three items (5,7, 14) 
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which represented the convergence of the two components are more 'neutrally' worded in 
respect ofthe internal-external di vision: they could relate to either. The two sub-scales 
both showed strong internal correlation coefficients (table 11 ) although neither was as 
strong as fo r the combined scale. Further factor analysis suggested that the extelllal 
employabili ty scale may have two further components although these could not be readily 
labell ed, and that the intelllal employabili ty sca le was made up of just one component. 
There was a strong, stati stically significant correlation between the two sub-scales (r = 
.551 , P !> 0.01), suggesting that at least in the minds of these respondents, the constructs of 
intelllal and extemal employabi lity may be linked. 
9.4.3 Employability and snbjective career success 
Concerns about potential overlap between these two scales were addressed by factor 
ana lysis of both scales combined together. Ini tially (as presented in table 12) all items 
loaded onto one component which explained over 6 1% of the vari ance. Varimax rotation 
of the rwo factor so lution (table 14) shows two components which presented a relatively 
'c lean' di stinction between career success (component 1: 22.857% of the variance) and 
employability (component 2: 21.85% of the variance), wh ich also separated the sources of 
the career success scale items (Greenhaus, Parasuraman and Worrnley 1990, and Nabi 
1999). 
A number of limitations of the research can be identified, in addition to those in section 
9.3.4 above. These include the fact that some aspects of the wording of the scale appeared 
to infer that individuals were in organi sational employment, which alienated some of the 
self-employed respondents. In addition, the wording of the questionnaire would benefit 
from further refinement: some questions were quite similar to adjacent items. 
9.4.4: Implications of the research 
There are a number of conceptual and theoretical implications of the research. The results 
suggest that for the present sample, career success and employability are seen as 
distincti ve constructs, although two of the 'employabili ty' scale items may well have more 
relevance to SUbjective career success. Differences between the employabili ty scale and 
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the subjective career success scale were also reinforced by observations from the 
preliminary analyses. While the employabili ty scores decreased with age, the career 
success scores rose, and the former was positively influenced by possession of a degree 
while the latter was not. Overall , these results would suggest that employability, as 
conceptualised in thi s study, is a qualitati vely different construct to subjecti ve career 
success: employability relates to one's perception of present and fu ture 0ppOltunities, 
while career success relates to one's perception of past and present achievements. 
Employabili ty, as a potenti al research variab le, emerged from the literature review as a 
possible positive approach to employment sustainability on the part of individuals, 
incorporating internal and external labour market factors (Hillage and Pollard 1998, Rajan 
et al. 2000), occupational factors (Kirschenbaum and Mano-Negrin 1999) and individual 
attr ibutes (Lane et al. 2000). Cynicism as to the validity of the construct (pascale 1995, 
Rajan et ai, 2000) is beli eved to be in no small way attributable to a general lack of clari ty 
as to what employability means, and to a lack of empirica l research in the fi eld . This study 
has focused on individual employabili ty, as opposed to the conception of employability as 
the outcome of HR strategy. 
There are a number of potential suggestions for fUlther research. A major contribution of 
the present study is likely to be the addition, through future publication, of an empirical 
study to thi s emerging international research fi eld (Nielsen 1999, Van der Heijden 2002). 
Following further refinement of the employability scale, thi s may include: 
• fUIther multivariate research to include for example a measure of ambition, or of 
orientation to learning 
• replication of this study with other occupational groups 
• extension ofthi s research to a more general sample to consider the impact of age, 
perhaps as longitudinal research 
Although research relating to CPD was identified above as a major avenue for future 
research, employability also presents very substanti al opportuniti es, and is a construct that 
would appear to be highly relevant to the milleniallabour market. 
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9.5 Statistical relationships between variables 
9.5.1 Introduction 
The research mainly focused on continuing professional development for the professional 
sample, and how this correlated with other variables. For example, did their attitude to 
CPD depend on their desire for career success, or employabi lity, or was it simply a 
function of their professional commitment? Some of these relationships were well 
grounded in the literature, and could therefore be expressed as fonnal hypotheses. These 
are considered in section 9.5.2. Other research questions included some that had originally 
been considered as hypotheses but had been reframed due to the uncertain nature of the 
relationships, which could not be clarified by conceptual development of ex isting theOlY 
as in many cases these were new or relatively untested measures, or untested in this 
pat1icular relationship. These are considered in section 9.5.3. A third group of research 
questions considered more complex relationships that cou ld on ly be tested with the use of 
multiple hierarchical regression: these are tested in section 9.5.4. In each section the match 
between the results and the available literature will be considered, with conceptual and 
theoretical implications, practical and professional implications, and suggestions for 
f1ll1her research. 
9.5.2 Research Hypotheses. 
Two of the relationships between study variables were expressed as forma l hyotheses. 
These were: 
1-1 J: That high levels of professional commitment (PC) correlate positively with a positive 
attitude to continuing professional development (CPD V) 
1-12: That a high score in self-perceived subjective career success correlates positively 
wilh high self-perceived employability 
Both of these hypthoses were tested following the collection of the survey data. It is 
probably most accurate to say that the first hypothesis was moderately supported, but that 
given the extent to which their professional organisation has promoted CPD, this sample 
were not as positi ve as was expected. HI (r = .358, sig :5 0.01) received moderate, but 
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statistically significant support, although only small differences were observed when the 
data was split by gender, and apparent differences by membership level did not reach 
statistical significance. Partial correlation, testing for a range of confounding variables, 
caused little change in the correlation coefficient, actually for either of the hypothesised 
relationships. The only notable di fference related to 'CPD Engagement' as a control 
variable, which is a result that should be treated with caution due to the lower power of the 
Nottingham-only respondents. Similar studies (eg. Sadler-Smith and Badger 1998) have 
tended to emphas ise organisational rather than professional commitment: on this occasion 
the emphasis was very much on beyond-organisation factors. 
A higher correlation had been expected for a number of reasons. Blau (1985) had noted 
the importance of a development orientation, analogous to CPD. Tsui et aJ. ( 1997) had 
examined 'investment' in a relationship, again making a connection to where individuals 
'invest' in a profession through CPD. The CIPD themselves had been perceived (Willianls 
1999, Harris 2000, Williams 2001) as being leaders in the field , and it seemed not 
unreasonable to expect that their members might show a high level of professional 
commitment, and that this would be linked to a high perceived value ofCPD. 
H2 (that high self perceived subjective career success correlated positively with high self-
perceived employability) received stronger support (r = .532, p :S .000), with little 
difference in correlation coeffi cients when the data was split by gender or membership 
level. As revealed in table 3 1, this was one of the strongest correlations among the study 
variables. While it may seem rather obvious that people who believe they are successful 
should believe they are more employable (and vice versa), it must be emphasised that this 
research project has suggested that these are two entirely separate constructs. This was 
di scussed in detail in chapter 7, with the sllggestion that flllther work on the scales could 
further reinforce their di stinctive nature. Partial correlation was conducted, but very little 
difference in results could be ascertained, except when controlling for intemal and 
extemal employability, which results were discarded anyway due to problems of 
singularity (overlap or shared items with another scal e). There is little comparable 
research in relation to employability, and none known that correlates employability with 
career sllccess. Van Der Heijden's (2002) research utilised a more general popUlation, with 
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a strong emphasis on the impact of age on employability, and there may be potential for 
further research with this focus. 
9.S.3: Research Questions 
A second group of research questions addressed a range of relationships that were not 
expressable as formal hypotheses, thi s refl ecting the relati vely untested nature of many of 
the relationships and the exploratory nature of the research. Research questions considered 
at this stage included: 
RQ]]: In what ways is professional commitment statistically related to engagement with 
CPD (CPDE), subjective career success, and employability? 
Table 38 (page 274) reveals moderately strong, stati stically significant relationships, 
which showed little variation by gender, although the smaller sample size fo r Fellows 
undelll1ined that stati stical signifi cance when the data were split by membership level. 
Although there is no underpinning theory or prior published work to compare with, given 
the nature of the variables in that these are all constructs that one would expect to be 
positively perceived, and the data were negatively skewed, then one might expect to see 
positive correlations, as presented. 
RQ25: What are the statistical relationships between employability and CPDV and 
CPDE? 
Correlation of the new scale of employabili ty with the value of CPD (CPDV), showed a 
modest (I' = .200) but quite statistically significant ep ::: .OOS) relationship, this effect being 
principally due to the reasonable sanlple size. Potential differences in I' attributable to 
gender did not reach stati stical significance, and although differences by membership level 
did reach stati stical significance, the smaller sample size of the Fellows ' sub-sample 
means thi s should be treated wi th caution. Controlling for other variables did not produce 
any meaningful results (the correlations were either li ttle different, or not statistically 
significant any more, or both) which can be attributed to the low initial correlation 
coefficient. Correlation of employabi li ty with CPD engagement showed a slightly 
stronger relationship (I' = .282, Q ::: .005). Partial correlation was used to control for a 
range of other variables, as illustrated in table 40 (page 277), but produced little di fference 
in results. As these are relatively wltested variables, a conceptual 'fit' to ex isting li teratllfe 
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is difficult. It is possible that further refinement of the employability scale may produce 
higher correlations, An important practical implication in relation to the perceived va lue of 
CPD arising from thi s stage of the research is that CPDV, because of the modest 
con'elation, is therefore not 'deficit driven' (that is, a catch-up strategy because oflow 
perceived employability) but more likely to be part of an overall pattern of professional 
commitment and invo lvement. 
RQ} 8: What are the statistical relationships between subjective career success alld the 
perceived value ojCPD (CPDV) ? 
A similarly untested relationship was between SUbjecti ve career success and the perceived 
value ofCPD, and no correlation was found (r = ,I) , There had been a number of reasons 
for believing that there might be a relationship here, although no substanti a l 'cOlmecting' 
theory - this hypothesis was therefore more exploratory in nature, On one hand one might 
expect individuals who do not believe themselves to be successful would wish to engage 
in CPD to achieve a 'ticket' to success, On the other hand individuals who are already 
successful could reasonably be expected to engage in CPD to sustain thei r success, 
Conversely, unsuccessful individuals might also quit or give up on personal development 
if they believe they might never achieve success, or successful individuals might not 
bother with CPD because they believe they are successful enough already and do not 
perceive the need for updating, To then find no rea l cOlTelation at all was actually the last 
result that was expected - what was expected was either a positive or negative correlation 
one way or the other. Intuitively one would expect perceptions of subjective career 
success and the perceived value of CPD to be in some way connected, and this is a 
(somewhat problematic!) area for further research, Again because the initial correlations 
were so low controlling for other variables did not produce any meaningful results, Again 
there is no relevant literature to faH back on as this is believed to be the first time these 
two variab les had been tested together. Because of the uncertainty, in this relationship, 
expressed above, it is possible that the results for the 'quitters' might cancel out the results 
for the 'achievers' (and so on across the four groups), thus producing the low correlation, 
On the other hand, it may be that the two variables are simply not related, E ither way, 
there is potential for further research to clarity the relationship, 
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There are a number of further possible limitations of this aspect of the research. The 
variab le results could to some extent be attributed to an inadequate sample size, especially 
for the CPD engagement items, or the FCIPD respondents. Future research could address 
this by extending the sample, for example if the CIPD is used as the population, by using 
more than one geographical region. The low correlation between subjective career success 
and perceived value of CPD could be due to the fact that SCS is not quite the right 
variable to include: a measure of ambition may be more appropriate: how likely 
respondents are to place a high value on CPD may be related to how far they wish to go in 
tenllS of career progression. A further possibility may be to test this relationship where 
CPD is mandatory, such as in medicine or the law: does making CPD compulsory 
influence how respondents feel about it, and how it links to their career success? 
9.5.4 Multiple hierarchical regression 
Two fulther research questions related to complex relationships that were believed to exist 
between the two main research variables (employability and the perceived value of CPD), 
and other study variables, and which were tested by multiple hierarchical regression. For 
example: 
RQ30: Which biographical and attitudinal variables are the best statistical predictors of 
value attributed to CP D? 
A two-stage model was employed, with predictors organisational position, qualification 
level, gender, professional membership level, and age in model I, which explained 4.1 % 
of the variance in CPDV. Model 2 added professional commitment, subjective career 
success and employabi lity, and explained 17.6% of the variance in CPDV. Statistically 
significant individual contributions were only made by professional corrunjtrnent and 
gender. 
A fwther research question was: 
RQ3J: Which biographical and attitudinal variables are the best statistical predictors of 
self perceived total employability? 
When employability was treated as the dependent variable, quite different resu lts were 
obtained. Model I, comprising the biographical variables, explained 10.7% of the 
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vari ance in employabili ty. Model 2, add ing sUbj ecti ve career success, professional 
commitment and CPDV, explained 41 % of the variance, and this was statisti cally 
significant (Q :S .00 1). Statistically significant lmique contributions were made by career 
success, professional commitment, age, qualification level, and to a lesser extent by one's 
position in the organisation, in that order. 
Referring back to the correlations between sca les (table 32, p. 266), the strongest 
correlation of all the study variables was between employability and career success ( r = 
.532, p :S .0 I), with professional commitment (r = .3 17, p :S .01) also showing a qu ite 
strong, statistically significant, positive con·elation. Age was negatively cOITelated (r =-
.15 1, P S .05), as was one's position in the organi sation (r = -.25 1, P :S.O I) and the level of 
quali fica tion (r = -.122), although the latter was not stati sti cally signifi cant as a raw 
correlation. The last two correlations are a li ttle mislead ing, as the highest level of 
qualification or job level being coded as 'I' caused the negati ve con·elati on.In essence, 
employability declines with age, is higher for graduates, and is higher for those in higher 
organisational position. 
9.6 Overall Conclusions 
What overall conclusions can be drawn from the research project? The principal 
theoretical contribution of the research is believed to be in those areas where the ex isting 
empirical literature either was insubstantial relating to individual variables (CPD, 
employability) or dated in respect of contemporary careers (career success). Further 
implications of the research are that it should contribute to an enhanced understanding of 
organisationally located professionals and their coping, survival, and success strategies in 
respect of contemporary employment conditions. In itself thi s represents a sh.i ft of foc us 
from much of the occupational psychology, management and organisational behaviour 
research of the late 20th century. In much of the emerging research of the 1990's, the 
emphasis was a managerialist one, with a foclls on for example how one could 'tweak' the 
psychologica l contract, with the aim of getting employees to work harder, or show greater 
loyalty, lower turnover, higher commitment (see, ego Sparrow 1996). 
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The present study set out to deliberately de-emphasise the organisational dimension, and 
focused on what were hoped to be independent-minded pro fessionals who, by placing less 
emphasis on organisational dependence, could function more like free agents in the 
marketplace and show greater resilience in the form of employability as a result. Whether 
the OK's human resources profession is quite ready for this vision ofthe independent 
professional is another matter, and the respondents' emphasis on organi sationally- located 
development strategies suggests that these may well be individuals who place a strong 
value 0 11 trad itional careers in trad itional structures. Present trends in the profession 
indicate a greater reliance on outsourcing HR functions (Crabb 2003). The post-corporate 
HR career (p ieperl and Baruch 1997) may become not uncommon sooner rather than 
later. 
In terms of the implications of thi s research for the CIPD specifically, it is suggested that 
although the CIPD has been at the fo refront of promoting both the idea ofCPD and 
frameworks to execute it (eg. Iones and Fear 1994, Sadler-Smith and Badger 1998, CIPD 
2002a, 2002b), the Institute may be deluding itself if it believes that its members share this 
enthusiasm for CPD. In thi s study, less than 25% of the most experienced membership in 
one region responded to a questionnaire about CPD, they were only moderately 
supportive of the value ofCPD (although some were openly hostile), and that the main 
dri ver for undertaking CPD appeared to be their professional commitment rather than any 
perceived value in tenn s of their career success or employabil ity. Overall the result 
suggests that this institute has some way to go before being able to claim that its members 
are well engaged with a comprehensive CPD process. 
One furtiler challenging area is the reconci li ation of the relationship between subj ective 
career success and CPD: intuitively there should be a relationship of some sort, even 
though this study failed to establi sh any cOllJlection at all. However the lack of an 
identified relationship in thi s may be more attributable to a failure to examine the nature of 
the relationships deeply enough. There may be a seri es of relationships in respect of 
subjective career success and the perceived value of CPD, but their identi fication may 
require a more sophisti cated research instrument. 
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Another relationship that may be explored is a possib le relationship between 
employabili ty and the psychological contract - are career success, professional 
commitment and employability simply components of a contemporary psychological 
contract, that represents a potential means of /iaming an individually focused (rather than 
organisationall y driven and managerialist) frame of reference for work relationships in the 
21 st century? 
For the future there is potential for longitudinal study which was not possible within the 
time frame ofa PhD . In addition, this has been a UK based study of professional workers, 
and the potential for replication, with other institutes, in other national/cultural contexts 
would afford the potential for comparison with the evolving body of research (eg. Neil sen 
1999, Van der Heijden 2002). 
The shortening half-life of knowledge, an increasing recognition of the potential for 
profess ional obsolesence, and the need for personal and professional updating to keep 
ahead of rapid change have produced a signifi cant increase of the level of interest in 
Continuing Professional Development or CPD. This project focused on Human Resource 
professionals as individuals who potentially should be 'ahead of the game' in a profession 
that has been one of the keenest promoters of CPD in the UK. It is suggested that the 
results presented in this thesis present a picture of a body of professionals who do 
(sometimes reluctantly) engage in a range of updating strategies, but that these relate more 
to job or organisation dri ven needs than the wider professional context or their own 
personal , beyond-organisational, development. Their reluctance is greater when they are 
asked to record and evidence their CPD, suggesting problems ahead in respect of the 
application of 'mandatory' CPD relating to continuation of membership status. lones and 
Fear ( 1994:97) suggested that there may be 'some way to go' before the (then) IPD's CPD 
policy cou ld have been claimed to be a success, and a similar conclusion presents itself 
now. Van del' Heijden (2002:59) referred to the importance of developing transferable 
ski lls, not organisation or even occupation specific skills. On one hand it was evident that 
respondents had themselves favoured a fa irly narrow range of work-organisation located 
CPD strategies. On the other could it be that profess ional-body driven CPD is too 'selfish' 
in relation to what the profession perceives as its 0\'111 knowledge agenda, and that more 
generic skills and personal development may be an appropriate emphasis? At the same 
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time, the need to keep pace with rapid change and 'knowledge obsolescence' represents 
both a tension and a significant need, and there was strong agreement among the 
respondents as to the main areas for future development. 
A major outcome of the research was the development, originally as a matter of necessity, 
of a measure of individual employability that shows much better internal reliabi li ty than 
the onl y comparable measllre in the field, and is related to but di stinct from subj ective 
career success. The employability measure had internal and extemal components, 
consistent with its theoretical basis in the li terature and the conceptual models developed 
in this project, which were (for thi s sample) highly statistically related, and possibly not 
separate constructs. 
III conclusion, one of the principal contributions of this research is its integrative nature: 
this study is believed to be the first time that the constructs professional commitment, the 
perceived value of continuing professional development, perceptions of subjective career 
success, and self perceptions of employability have been linked together. This research is 
believed to be representative of the twenty-first century reality for professional workers, 
and representing a potential positive frame of reference in the turbulence of the post-
downsizing era. The principal (future) contribution of the research may well tU111 out to be 
that which was least expected, in the contribution to the development of a body of 
empirical research in relation to the new fie ld of individual employability, a concept that 
may well come into its own in the new employment paradigm of the twenty-first century. 
Andl'ew Rothwell 
June 2003, 
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Appendix 2: Exploratory Interviews: Questions 
QUESTIONS: INTERVIEWS 
bltroduction : Discuss recording, duration , (30-45 mins), confidentiality, anonymity. 
Section I. About yourself: 
I. Your age: 
2.M/F 
3. Your job titl e: 
4. What type of organisation do you work in? 
5. What is the name of you r professional organisation? 
6. What is yo ur level of membership (eg. associate, fellow, 'stage 2 by examination') 
7. Other than you r professional qualification, what are your two highest levels of 
qualification (eg. 'A' levels, Honours Degree, MEA), and what sUbject(s)? 
8. Are you presently working towards a qualification related to your profession? If so, 
please describe it. 
SECTION 2: WORK COMMITMENT 
9. Please describe the place that work takes in your life as a whole. 
10. Which do you identify the most with, your work organisation or your profession? 
Do you say 'I do ...... x', or 'i work for.. ..... .. y' 
11. Is it better to be committed to your employing organisation or to your profession -
or to both? Is there likely to be a greater commitment to one or the other? Explain your 
answer. 
12. What do you think will happen to your work organisation in the next 10 years? 
SECTION 3: AS A PROFESSIONAL PERSON 
13. When you describe yourself as a professional person, what does thi s mean to you? 
14. What do you think this says about you, to other people? What is the 'place of the 
professional person in society?' How is your profession regarded in society? 
15 . As a professional , do other people trust you more than other (non-professional) 
occupational groups? If so, why - if not, why not? 
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16. Within your work organisation, how is your professional group regarded? Does it 
have high or low status in the organisation? How influentia l is your professional group 
in terms of strategic decision making? 
SECTION 4; YOUR PROFESSIONAL ORGANISATION 
17. Networking: Do you attend branch meetings of your professional organisation? Do 
you fulfil any duti es and responsibilities for your professional organisation? What are 
these? What do you do in any way tbat associates you with the professional 
organisation (eg. reading a professional journal) 
18. Do you network with professionals in your area/region? If you were looking for 
another job, would your professional network help you? 
PROFESSIONAL LEARNING: 
19. What sort of professional learning do yo u engage in: ego attending courses towards 
professional institute examinations, C.P.D. you arrange and direct yourself, leaming 
from other colleagues at work, and why did you choose thi s method of leaming over 
others? 
20. What is yo ur motivation for engaging in professional learning, profess ional 
development, qualification based updating and the things yo u have described above? 
21. If you stopped learning profession/job related skills and knowledge today, how 
quickly would your knowledge and ski lls become out of date to the extent that yo u 
couldn 't do your job anymore? 
22. What are the barriers that inhibit your professional learning and development - both 
inside and outside the workplace? 
23. What do you see as the priority items for learning and development for members of 
yo ur profession over the next 20 years? 
24. What do you understand by the word 'employability'? 
25. Do you feel that your professional learning and development enhances your 
'employability' - ego your abi li ty to move organisation should you wish to do so - or 
your ability to be retained by your present organisation? Why is thi s? 
26. Are there any other conunents you would wish to make in connection with yo ur 
professional membership, your work in an organisation, or your learning and 
development? 
27. Are there any concerns you have about this interview process? 
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Appendix 3: The Survey Questionnaire 
CPD QUESTlONNAffiE: 
Please answer the following questions but do not write your name on this questionnaire. 
2. Your gender M F 3. Your age in years 
4 . Which profess ional organisation are you a member of? 
5. What is your level of membership and designation: (eg: Corporate member, MCTPO) 
6. What date did you reach your present level of professional membership? ... ...................... .. 
7. What is your highest level of qualification apart from your professional qualification" ( tick I or 'x' 
one) 
I. GCSEllntermediate GNVQ/OLevels 
2. HNO/C or equivalent 
3. MAlM BAIMSc 
4. 'N levels/Advanced GNVQINVQ 
Other ..... .... ........................ ... .... . 
8. In what year did you complete this? 
9. What is your job title? 
10. How long have you worked in your professional field? 
11 . How would you describe your employment status? (tick! or x) 
[ 1 full time [ 1 part time 
[ J portfolio worker [ J career break 
5. BAIBSc 
6. Ph.D or equivalent 
7. CMSIDMS or equivalent 
8. 
[ 1 self employed 
[ 1 other.. ........ .... . . 
(Please explain) 
12. [f you are employed, what are the characteristics of your work organisation? 
(tick I or 'x' as appropriate) If you are not employed in an organisation, skip to question 14 
Sector Public Size 500 employees or fewer 
Private Greater than 500 employees 
13. Which of these most closely describes your position in your employing organisation (tick I or x one) 
I. [1 I have stTategic decision making responsibili ty 
2. [] I am a senior officer in the organisation with substantial resource management 
responsibility 
3. [1 I am responsible for the work of a number of colleagues and have influence across the 
organisation 
4. [1 I have flIst line management responsibility for a group of staff in my work area 
5. [ 1 My role in this organisation is primarily at an operational level 
6. [1 Other: what is your position? .... ........ .. .. .. ............... .. .. .... .. .... .. 
352 
Please score the following questions on a five point scale 
strongly disagree (SD) , disagree (D) neither agree nor disagree (N), agree (A) to strongly agree (SA) 
C ROSS 'X' ONE ON EACH LINE 
SD D N A SA 
14. I am willing to put in a grea t dea l of effort beyond 
ulat normally expected in order to help make my [ ) [ ) [ 1 [ 1 [ 1 
professiolJ successful. 
15. I would accept almost any type of job assignment 
in order to keep working in areas that are associated [ 1 [ 1 [ 1 [ 1 [ 1 
with this profession. 
16. I find that my va lues and my profession's values [ 1 [ 1 [ 1 [ 1 [ 1 
are velY similar. 
17. I am proud to tell oUlOrs that I am part of this [ 1 [ 1 [ 1 [ 1 [ 1 
profession. 
18. Being a member of this profession really inspires [ 1 [ 1 [ 1 [ 1 [ 1 
the best in me in Ule way of job performance. 
19. I am extremely glad I chose dlis profession over [ 1 [ 1 [ 1 [ 1 [ 1 
others I was considering at the time I joined. 
20 ... Often, I ftnd it difficult to agree with tltis profession's [ 1 [ 1 [ 1 [ 1 [ 1 
policies on important matters relating to its members. 
21. I rea(ly care about the fate of this profess ion. [ 1 [ 1 [ 1 [ 1 [ ) 
22. For me this is the best of all professions to be a 
member of. [ 1 [ 1 [ 1 [ 1 [ ) 
23. CPD can enhance my employability and career [ 1 [ 1 [ 1 [ 1 [ 1 
prospects 
24. CPD has benefits to my employer or organisation [ 1 [ 1 [ 1 [ 1 [ 1 
25. CPD is important because of the changing nature of 
my work [ 1 [ 1 [ 1 [ 1 [ 1 
26 . CPD is not just another chore, it has significant 
benefits for me [ 1 [ 1 [ 1 [ 1 [ 1 
27. CPD will improve my job performance ( 1 [ 1 [ 1 [ 1 [ 1 
28. CPD will improve my job and career prospects [ 1 [ 1 [ 1 ( 1 [ 1 
29. Engaging in CPD activities has a motivating effect on 
me ( 1 ( 1 [ 1 [ 1 [ 1 
30. [t's worth making an effort on CPD because of lbe 
beneficial outcomes [ 1 [ 1 [ 1 [ 1 [ 1 
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PLEASE USE THE SCALE: STRONGLY DISAGREE (SD). DISAGREE (D). NEITHER 
AGREE NOR DISAGREE (N). AGREE (A). STRONGLY AGREE (SA): 'X' ONE ON EACH 
LINE 
SD D N A SA 
31. There are rewards for continuing my professional 
development [ 1 [ 1 [ 1 [ 1 [ 1 
32. I could not engage in e PD if there was a cost which 
I had to pay myself [ 1 [ 1 [ 1 [ 1 [ 1 
33. It is very rare for anyone in my family to reach my 
level of professional achievement [ 1 [ 1 [ 1 [ 1 [ 1 
34. My employer gives me financial support and for time 
off to support my e PD [ 1 [ 1 [ 1 [ 1 [ 1 
35 .. My personal and famil y commitments limit my 
abil ity to engage in CPD [ 1 [ 1 [ 1 [ J [ 1 
36. I am happy to engage in CPD on a voluntary bas is [ 1 [ 1 [ 1 [ 1 [ 1 
37. I really feel there are benefits to be ga ined from e PD [ 1 [ 1 [ 1 [ 1 [ 1 
38. I have good prospects in tlus organisation because 
my employer values my personal contribution [ 1 [ 1 [ 1 [ 1 [ 1 
39. Even if there was downsizing in this organisa tion f 
am confident that I would be reta ined [ 1 [ 1 [ 1 [ 1 [ 1 
40. My personal networks in this organisation help me 
in my career [ 1 [ 1 [ 1 [ 1 [ 1 
41 I am aware of the opP011unities arising in t.his organ 
-isatton even if they are different to what I do now [ 1 [ 1 [ 1 [ 1 [ 1 
42. The skills I have gained in my present job are trans- [ 1 [ 1 [ 1 [ 1 [ 1 
-ferable to other occupations outside this organisation 
43. I could easily retrain to make myself more [ 1 [ 1 [ 1 [ 1 [ 1 
employable elsewhere 
44. I can use my professional networks and business [ 1 [ 1 [ 1 [ 1 [ 1 
contacts to develop my career 
45. r have a good knowledge of opportunities for me 
outside of this organisation even if they are quite [ 1 [ 1 [ 1 [ 1 [ 1 
different to what J do now 
46. Among the people who do the same job as me. I am [ 1 [ J [ 1 [ 1 [ 1 
well respected in this organisation 
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PLEASE USE THE SCALE STRONGLY DISAGREE (SD), DISAGREE (D), NEITHER AGREE 
NOR DISAGREE (N), AGREE (A), STRONGLY AGREE (SA): 'X' ONE ON EACH LINE 
SD 0 N A SA 
47. People who do dle same job as me who work in this 
organisation are valued highly [ 1 [ 1 [ 1 [ 1 [ 1 
48. If 1 needed to, I could easi ly get another job like 
mine in a similar organisation [ 1 [ 1 [ 1 [ 1 [ 1 
49. People who do a job like mine in organisations 
similar to the one I presently work in are really in [ 1 [ 1 [ 1 [ 1 [ 1 
demand by odler organisations 
50. I could easily get a similar job to mine in almost any 
organisation [ 1 [ 1 [ 1 [ 1 [ 1 
51. Anyone \Yid, my level of skills and knowledge, 
and similar job and organisational experience, [ 1 [ 1 [ 1 [ 1 [ 1 
will be highly sought after by employers 
52. I could get any job, anywhere, so long as my skills [ 1 [ 1 [ 1 [ 1 [ 1 
and experience were reasonably relevant 
53. People widl my kind of job-related experience are 
very highly valued in their organjsation and outside [ 1 [ 1 [ 1 [ 1 [ 1 
whatever sort of organisation they have previously 
worked in 
54. I am in a position to do mostly work I rea lly like [ 1 [ 1 [ 1 [ 1 [ 1 
55. My job title is indicative of my progress and my [ 1 [ 1 [ 1 [ 1 [ 1 
responsibility in the organisation 
56. I am pleased with the promotions I have received [ 1 [ 1 [ 1 [ 1 [ 1 
so far 
57 I 3m satisfied with the success I have achieved in my [ 1 [ 1 [ 1 [ 1 [ 1 
career 
58. I am satisfied with the progress I have made towards [ 1 [ 1 [ 1 [ 1 [ 1 
meeting my overall career goals 
59 I am satisfi ed with the progress I have made toward [ 1 [ 1 [ 1 [ 1 [ 1 
meeting my goals for income 
60. I am satisfied with the progress I have made toward [ 1 [ 1 [ 1 [ 1 [ 1 
meeting my goals for advancement 
61. 1 am satisfied with the progress I have made toward [ 1 [ 1 [ 1 [ 1 [ 1 
meeting my goals for the development of new skills 
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The following questions will help you to identify what activities you have engaged in, in relation to 
your CI'D in the last twelve months. Indicate your choice by a (/ or (xl, using the following: 
Nevcr IIsed Rarely lIsed Occasionall y Quite often used Frequent ly 
for my CPD for my CI'O used for my CI'D for my CPD used for my 
CI'D 
NEV RAR O CC QUI FREQ 
NEV RAR O CC QUI FREQ 
62. Learning through practising the rules and [ 1 [ 1 [ 1 [ 1 [ 1 
procedures of my work organisation 
63. Learning professional knowledge ego [ 1 [ 1 [ 1 [ 1 [ 1 
CIPD professional codes of practice 
64. Acquiring generic transferable skills and { 1 [ 1 [ 1 [ 1 [ 1 
competencies related to my job 
65. Undertaking academic study that isn't [ 1 [ 1 [ 1 [ 1 [ 1 
necessarily related to my job or profession 
66. Acquiring knowledge through browsing [ 1 [ 1 [ 1 [ 1 [ 1 
websites or 'surfing the net' 
67. Exchanging emails on professional topics [ 1 [ 1 [ 1 [ 1 [ 1 
with other CIPD members 
68. Taking part in an onlinc discussion fomm [ 1 [ 1 [ 1 [ 1 [ 1 
re levant to my profession 
69. Keeping a reflective diary over an extended [ 1 [ 1 [ 1 [ 1 [ 1 
period of time 
70. Reflective discussions with co lleagues as part [ 1 [ 1 [ 1 [ 1 [ 1 
of a formal development review process 
71. Reflective discussions with colleagues that are [ 1 [ 1 [ 1 [ 1 [ 1 
informal but still relevant to the profession 
72. My employer's internal training courses [ 1 [ 1 [ 1 [ 1 [ 1 
73. External courses my employer has paid for [ 1 [ 1 [ 1 [ 1 [ 1 
74 . My employer's open leaming provis ion [ 1 [ 1 [ 1 [ 1 [ 1 
75. Technical training ego courses where I am learning [ 1 [ 1 [ 1 [ 1 [ 1 
how to use new computer software 
76. Working towards a vocational qualification [ 1 [ 1 [ 1 [ 1 [ 1 
where I am sponsored by my employer 
77. Working towards a vocational qualification which [ 1 [ 1 [ 1 [ 1 [ 1 
I am paying for myself 
78. Participating in internal secondments or [ 1 [ 1 [ 1 [ 1 [ 1 
transfers at my place of work 
79. Learning through informal teamwork in the [ 1 [ 1 [ 1 [ 1 [ 1 
worklplace 
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Please scor e the following items using the scale as above, ie. 'Never used fo r my C PD' (NEV), 
'R arely used for my CPD' (RAR), 'Occasionally used for my C PD' (OCC), 'Qui te often used for 
Illy C PD' (QU1), 'Freq uently used for my C PD' (FREQ). 
NEV RAR OCC Qll FR EQ 
80. Sharing knowledge with colleagues [ 1 [ 1 [ 1 [ 1 [ 1 
81. Action learning: learning from development projects [ 1 [ 1 [ 1 [ 1 [ 1 
82. Membership of committees at my place of work [ 1 [ 1 [ 1 [ 1 [ 1 
ego quality, health and safety 
83. Reading work-related documents from my [ 1 [ 1 [ 1 [ 1 [ 1 
organisation 
84. Keeping a portfolio record of CPD activ ities [ 1 [ 1 [ 1 [ 1 [ 1 
I have undertaken 
85. Regular reading of journals and books relevant [ 1 [ 1 [ 1 [ 1 [ 1 
to my profession 
86. Authorship of technical papers (internal or [ 1 [ 1 [ 1 [ 1 [ 1 
external to the organisation) 
87 Attending ClPD branch meetings regularly. [ 1 [ 1 [ 1 [ 1 [ 1 
88. Membership of commitees re levant to ClPD [ 1 [ 1 [ 1 [ 1 [ 1 
89. Full or Part time tcaching in a subject area related [ 1 [ 1 [ 1 [ 1 [ 1 
to my profession 
90. Olher personal activities outside of work [ 1 [ 1 [ 1 [ 1 [ 1 
ego hobbies, scouts/guides, community or religious 
organisations, voluntary activities 
9 1. Learning that is carefully planned in advance [ 1 [ 1 [ 1 [ 1 [ 1 
92. Spontaneous learni.ng arising from work or [ 1 [ 1 [ 1 [ 1 [ 1 
personal activities 
93. Other activity (say what this is) [ 1 [ 1 [ 1 [ 1 [ 1 
94 Other activity (say what this is) [ 1 [ 1 [ 1 [ 1 [ 1 
95 What is Ule main professiona l or work related area, competence or ski ll that you wish to develop 
during the next few years? 
96. Please use this space fo r any other comments you may have in respect of your CPD, how 
you feel about your employability, your profess ion or your career. 
THANK YOU FOR TAKlNG THE TIME TO COMP LETE THIS QUESTIONNAtRE. THE RESPONSES WI LL BE 
SUMMARISED FOR RESEARCH PURPOSES. IF YOU HAVE ANY QUESTIONS ABOUT THIS RESEARC H, OR IF YOU 
WOULD LI KE TO RECEIVE A SUMMARY or THE RESEARCH WHEN IT IS COMPLETED, PLEASE EMAIL: 
A.T.Rothwcll@derby.ac.uk 
PLEASE RET URN TillS QUESTIONNAIRE USING THE ENVELO PE PR OVIDE D 
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APPENDIX 4: Listing of responses to the 'any other items' comments 
In the listing below the numbering relates to the SPSS rD of the respondent. The 
following are the responses to the question: 
'Please use this space for any other comments you may have ill respect ofyollr CPD, 
how YOII feel about YOllr employability, your profession or your career. ' 
I. Whilst I am keen to continue to develop my skills I recognise that my current 
employer no longer sees a 51 year old as promotable hence my responses to yo ur 
questions 
4. This is an odd time to complete thi s as [organisation) has just made a large number 
of people redundant. I kept my job. I am well thought of by some people others don't 
like my independent spirit and the fact I complained of sex ual harassment and bUllying 
by my then line manager. He has since been promoted. Old boys rule! I have been off 
work since ----- with ----- and no indication of when I will return. This, clearly, affects 
my employability in the future hence the answer to some of your questions. The 
Director of ---- (I moved to avoid the bully) is very supporti ve .... ... ....... [female, S I] 
9. J do the CPD, recording and writing it all up is another matter! 
14. It is still almost imposs ible to work part time/job share at a senior level. I have 
been forced to take a side-ways/downward move to accommodate my family 
responsibili ty. [female 37] 
17. I am currently seconded to the aforementioned position and see thi s as the first step 
towards a management role. The experience is invaluable, but I hope that the 
development is recogn ised [female 27, job title 'marketi ng manager - recruitment'] 
45. My attitude to work is fa irly hard headed. It is a business contract. I could do other 
things. [male, 49] 
48. Some of the questions do not apply to me or to people who have gained a 
profess ional qualification in one fi eld or moved on to another fi eld . [Male 55] 
5l. I'm quite into the theory of CPD but it's hard to make it fit with time pressures etc. 
It's also hard to work out how to achieve some of it ego business consultancy skills -
how can I work on those? [female 26] 
54 . Development/ learning new stuff to move our business fo rward/meet legislati ve 
requirements is great. Recording it to sati sfy my professional organisation is tedious/a 
time waster. [female 43] 
55. I have worked all my life (thus far) in the public sector. I think at my age the 
tTansferability of my skills are much less likely to be achievable in the private sector. 
Any transfer is also likely to result in a reduction in earnings. [male 50] 
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60. One has to remain flex ible when considering career moves. All too often 
expectations cannot be reali sed because of individuals getting confused over ambition 
and capability. [male 55] 
62. In my industry (rail engineering) CPD tends to remove the employer's 
responsibility to provide resources for employee development ie. training, coaching etc. 
and places too much emphasis on the employee's responsibility [male 53] 
64. CIPD make this process far too formal - which leads people to concentrate on 
training opportunities at the expense of development 0ppoJt uniti es. No fo llow up on 
process - a paper led exercise [female 29] 
71. Although my qualifications and experience mean that I have advanced to a high 
level in my career I sometimes fee l that my age/sex are now barriers to progression. 
When will employers value persOlmel profess ionals! [female 49] 
77. These answers relate to my current position. I start a new job in the new year with 
more 'f', more responsibility and more prospects. I am leaving local government after 8 
yea rs because morale is low and prospects remote. Increased outsourcing will result in 
reduced need for support staff such as personnel in the next few years [male 38] 
93. Have interpreted CPD as the development acti vity itself rather than a particular 
method of recording it or even if it's recorded at all ! If it was the recording method, 
then my answers probably would be di fferent re benefits and value [male 41 ] 
103. included a letter. .. ... 
Gentlemen, 
The questionnaire is not immensely relevant: -
I . 1 retired last year after 42 years with 'my' company 
2. I remain a consultant (my office, desk PA are still there) 
3. I also chai r a voluntary organisation I grew from the company with a world-
wide membership 
4. I am also a consultant to a specialist publisher 
5. Negotiation is still in process over my becoming a consultan t to a major 
European car manufacturer 
6. added to which a 'head-hunting' agency has recently asked ifI would be 
prepared to serve as a non-executive Director of a European aerospace 
and motor manufacturer 
I am also chairman of one association, vice president of two, a member of council of 
another association and chaimlan of one of its advisory committees. I am also on the 
HR board of advisors of an America society centred in Florida. 
Sincerely .. ....... [male 64] 
105 Some questions are not applicable to one man business, self employed part time 
profess ional consultant. [male 57] (also no's, 108,) 
106. I don't care a fig for formalised CPD and the need to evidence it to sati sfy CIPD 
requirem ents. I've always been successful without CPD or the CIPD. I'm not ambitious 
- ljust want to be happy and stTess free - and I am! [female 47] 
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11 2. I believe that breadth and depth of experience and successful career changes 
within the relevant field should be more readily recognised as CPD. Operating in 
different cultures with di fferent target groups at a profess ional level is demanding and 
hard on CPD. [female 42] 
11 5. More use should be made of older workers. They are a resource that should not 
and cannot be ignored [male 58] 
116. HR sti ll poorly paid in relation to other 'board' pos itions. Does not get viewed as 
'core business' and legislation can be seen by board as an annoyance. [female 34] 
11 7. CPD should have more formal accreditation within the Institute [male 46] 
126. Personnel must become a true support function to ensure operational areas deliver. 
[male 35] 
127. I don't remember actively engaging in CPD. I have only attended three lPD 
meetings in my career [male 51] 
140. ClPD is pretty irrelevant to my career, doesn't assist my 'CPD' [male 4 1] 
142. Still finding age is a barrier to achieving within HRltrai ning as I came late to the 
p rofession [female 49] 
146. I would li ke to participate in branch activities but they always occur in the south of 
the county! Working long hours makes attendance di ffi cu lt [ female 35] 
148. The recording of it (CPD?) is time consuming and not 'value added' [male, no 
age] 
154. I am in the rare position of having both taxation and ClPD professions side by 
side therefore my CPD covers both areas but my work choices are probably limited to 
tax [female 47] 
157. My age is against me - J feel I am interviewed because I match the person spec. 
but organisations find a reason not to employ me! [female 55] 
160. Next week's lottery mmlbers! [male 42] 
16 1. membership benefits largely from information/ideas from magazine features. 
[male 65] 
163. I believe CPD is important but beli eve it is my responsibility so that 1 can act as a 
professional HR manager, but not so that I can be employed elsewhere. Of course the 
latter comes indirectly by the fonner [male 38] 
169. My age and experience should maintai n my current position [male 52] 
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173. I have onl y a max. of 8 years to work and a minimum of three so development is 
not seen as a long term acti vity. I have had to develop ski ll s following a j ob change and 
redundancy and have coped well. I was lucky to anticipate a departure and maintain my 
ski ll s and more importantly credibility to enable an opportune job change last summer. 
Keep up ill your skills even ifsome do not seem immediately relevant to your present 
post. You never know what opportuniti es are around the corner to use these - or 
enfo rced job changes! [female 56] 
177. One key factor, which affects employability, is 'age' [male, age not stated] 
178. I find CPD a chore due to a very busy lifestyle both at work and at home. An easy 
way of maintaining a record would be useful. [female 36] 
183. CPD is OK fo r ongoing development but I don't think it enhances my career 
because my employer doesn't recognise its value. It only wants you to know, what it 
wants you to know. [male 47] 
185. My comments about CPD may seem negative but thi s is because I generally 
pursue knowledge for its own sake rather than for professional reasons [ female 50] 
193. Conti nuing professional development, and a maximising achievement 3 day 
seminar have been and continue to be key in my career advancement and onward 
progression [female 38] 
194. I have an extensive range of experience however I fi nd now that I am past 50 my 
age is against progression in many organisations. Lack of development opportuniti es in 
my own organisation. [female 52] 
197. Sadly CPD carulot overcome the ageism still fo und in industry. At 52 [ regard 
myself as unemployable if this role ever finished! [male 52] 
202. Please note questions 70-79 [ = CPD engagemenl] presume there is an 
opportuni ty for this in an organisation. In my own organisation there is not. This is also 
applicable to some other questions. [female 44] 
203. CPD is essential - even if not documented fo rmally or in great deta il, as it provides 
a reali stic summary of previous achievements and future professional plmming 
requirements [female 31] 
204. Feel quite happy to complete the CPD process and see thi s as my opportuni ty to 
reflect and consider my development needs rather than a career approach for 
employability. [female, age not stated] 
208. D ifficult to transfer from pubLic to private sectors as employers believe yo u to be 
insti tutionalised! [female 38] 
214. I have a real concern that some of your data may attract the 'wrong' answers -
because I assumed that the phrase 'used for my CPD' referred to a 
structured/documented requirement (in tenns of my CPD). In fact, I record nothing and 
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1-
bumble along leaming what I want in a haphazard fashion . If you did something similar 
again , you might welcome greater clarity between what is actually 'documented' in 
temlS of leaming - as required by the CIPD, as opposed to my more casual (and very 
unprofessional) approach. Finally thanks for taking this on, I hope you get some good 
data. [male 49) 
2 16. Very few HR opportunities are part-time [female 39) 
2 19. This questionnaire is directed at personnel professionals who are employed by 
organisations not se lf-employed trainers like myself. I feel the CIPD has forgot it 
absorbed the lTD! !! The questions are in the main irrelevant to me - but I have 
completed them for a laugh! I think a redesigned questionnaire that encompasses all 
the full membership and does not di scriminate aga inst our 'etlmic minority trainers' 
might be in order? [male 49] 
222 . I worked 50-60 hours a week plus 10 hours travel. (respondent is unemployed) 
I could do more CPD but r was the only HR person in my job and was 'on the board' in 
all but name (my choice) [male 48) 
225. In future please supply questions relevant to those members who are self 
employed. This is a sector under-represented by the CIPD . [female 36) 
232. Conventional CPD is difficult for older members at end of working life. Would 
like to see a different focus for us - on mentoring and coaching others. [female 56) 
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APPENDIX 5: 
'WHAT IS THE MAJN PROFESSIONAL OR WORK RELATED AREA, 
COMPETENCE OR SKILL THAT YOU WISH TO DEVELOP DURING THE NEXT 
FEWYBARS?' 
The following responses are identified by SPSS ID number followed by the response. 
I 16. Strategic HRM - balancing the spi lt between operational and strategic 
management 
I 17. Negotiating Ski Ils 
11 8. Strategic Policy and Project work 
11 9. Management of staff 
121. IT, Spreadsheets etc. 
122. European employment law 
123. Counselli ng skill s, European directives and Law 
124. Equality issues 
125 Cl1 ange Management, coaching 
126. Strategic decision making 
127. I'm due to retire in three and a half years 
128. TUPE (employment law), skill s to negoti ate with unions, develop presentation 
skil ls in readiness for works counci ls 
129. Job evaluation, benefits and pensions 
130. Trai ning but not sure of subj ect matter! 
132. Increased organisational development tools and practi ces 
134. Experti se in employment law and relations 
136. I am undertaking an MSc in Training and HR Management to enhance ability in 
strategic issues. 
137. Coaching and mentoring skills 
139. Retirement planning (age 40 so illferred as 'of others ') 
140. Leadership of an entrepreneuria l team which will tranSf0n11 an underperforming 
organisation 
141 . I wish to retire 
142. Training/teaching 
144. Succession planning, assessment/development centres, psychometric testing 
146. Negotiating ski lls with trade unions - help! 
149. Strategic HR 
150. Facilitation skills 
151. I want to develop my strategic plann ing skills 
152. Executive coaching 
154. International tax, diversity 
157 . 1 am teaching Certifi cate of Pe rsom le I Practice and need a teaching quali fication. 
158. Counselling 
159. Compensation/benefits/reward 
160. Influencing others 
161. I retire in October 
164. Organisational development 
165 . Pay strategy and remuneration policies. 
167. Job eva luation 
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168, Mentoring and coaching 
169, To maintain a level of knowledge that is current to the employment scene 
171 , Change management and leadership development 
172, Project management and IT 
173, Foreign language skills 
174, More strategic approach 
175, Working in the private sector, becoming more marketable 
J 76, Assessing Doctoral presentations 
177, Change managementibusiness strategies 
J 78, Change management/policy development 
179, Experience in TUPE, union negotiation, improved IT skills 
J 80, Strategic Human Resource Planning 
181, Quality assurance 
182, Training and Development 
J 83, Leadership Development, executive coaching 
184, Training design and delivery 
J 85, Complexity theory 
186, Enhanced IT skills 
J 87, More knowledge of European Employment Law 
J 88, Blue skies forward thinking 
189, Strategic management 
J 90, Managing change 
19 J, Developing the strategic development of senior managers 
192, Work/life balance 
193, Management development acti vity 
196, Strategic planning and consultancy skills 
J 97, More on EUropean Employment legislation 
20 J, Strategic approach to HR 
202, More computer related knowledge 
203, Ensuring legal/legislative aspects of professional requirements are maintained, 
finding time to achieve workload! 
204, PC skill s, broader business operations development 
205, Reward management 
206, Employment law 
207, To keep up to date and to be aware of constantly changing employment law ! 
208, Move to legal expertise 
209, Provision of HR consultancy to small organisations on work-life balance, create 
links with FE co lleges in Nottingham to improve recruitment 
210 Human Resources, health and safety 
213, Neuro-Linguistic programming (NLP), occupational assessment 
215, Business development 
2 J 6, Updating knowledge on employment law and employment practices since taki ng 
a career break in 1996 
220, Marketing, management of teams 
22 J, Coaching 
222, Languages (improve my French and Gem1an) 
224, How to retire gradually 
225 , IT, psychometrics 
227, Networking, marketing 
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228. Counselling ski lls, facilitation skill s 
229. Reti rement skills! 
230. Training and development 
23 1. Lmprovement in design and delivery of e- leaming programmes 
232. Examining skills - I'm currently an external examiner for [named university). I'm 
interested in developing younger profess ionals 
233 . NLP skill s 
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Appendix 6: Principal Components Analysis: Employability Scale 
Correlation Matrix 
MPl EMP2 MP3 MP4 EMP5 MP6 EMP7 
Correl EM .000 .528 .421 .441 .256 .109 .336 
EM .528 .000 .482 .482 .268 .255 .253 
EM .421 .482 .000 .428 .348 .271 .414 
EM .441 .482 .428 .000 .378 .21 2 .309 
EM .256 .268 .348 .378 .000 .413 .362 
EM .109 .255 .271 .212 .413 .000 .329 
EM .336 .253 .414 .309 .362 .329 .000 
EM .071 .230 .200 .188 .324 .394 .432 
EM .278 .347 .380 .239 .207 .211 .233 
EM .431 .360 .321 .303 .255 .115 .366 
EM .247 .380 .220 .266 .339 .356 .295 
EM .233 .219 .211 .137 .341 .262 .431 
EM .238 .281 .115 .232 .219 .216 .255 
EM .313 .339 .347 .290 .396 .371 .344 
EM .347 .333 .223 .217 .244 .325 .277 
EM .298 .211 .238 .231 .386 .337 .391 
KMO and 8 artleU's Test 
Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 
8artleU's Test of 
Sphericity 
Approx. Chi-Square 
df 
Sig. 
EMP9 EMP8 MPl 
.071 .278 
.230 .347 
.200 .380 
.188 .239 
.324 .207 
.394 .211 
.432 .233 
.000 .256 
.256 .000 
.219 .352 
.329 .230 
.346 .222 
.273 .217 
.331 .303 
.406 .323 
.333 .234 
.862 
1151 .995 
120 
.000 
.431 
.360 
.321 
.303 
.255 
.1 15 
.366 
.219 
.352 
.000 
.266 
.415 
.179 
.338 
.235 
.388 
MPl MPl MP1$MPl 
.247 .233 .238 .313 
.380 .219 .281 .339 
.220 .211 .115 .347 
.266 .137 .232 .290 
.339 .341 .219 .396 
.356 .262 .216 .371 
.295 .431 .255 .344 
.329 .346 .273 .331 
.230 .222 .217 .303 
.266 .415 .179 .338 
.000 .319 .684 .519 
.319 .000 .395 .462 
.684 .395 .000 .449 
.519 .462 .449 .000 
.486 .306 .380 .381 
.314 .584 .372 ,498 
MPl MPl 
.347 .298 
.333 .211 
.223 .238 
.217 .231 
.244 .386 
.325 .337 
.277 .391 
.406 .333 
.323 .234 
.235 .388 
.486 .314 
.306 .584 
.380 .372 
.381 .498 
.000 .345 
.345 .000 
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Communalities 
Initial Exlraction 
EMP 1 1.000 .663 
EMP2 1.000 .663 
EMP3 1.000 .629 
EMP4 1.000 .552 
EMP5 1.000 .515 
EMP6 1.000 .659 
EMP7 1.000 .545 
EMP8 1.000 .544 
EMP9 1.000 .312 
EMP10 1.000 .641 
EMP1 1 1.000 .776 
EMP12 1.000 .731 
EMP1 3 1.000 .755 
EMP1 4 1.000 .550 
EMP15 1.000 .491 
EMP16 1.000 .659 
Extraction Method: Principal Component Analysis. 
Total Variance Explained 
Initial EiQenvalues Extraction Sums of Squared Loadings 
Component Total % of Variance Cumulative % Total % of Variance Cumulative % 
1 5.762 36.012 36.012 5.762 36.012 36.012 
2 1.622 10.139 46. 151 1.622 10.139 46.151 
3 1.198 7.489 53.640 1.198 7.489 53.640 
4 1.103 6.894 60.534 1.103 6.894 60.534 
5 .910 5.687 66.222 
6 .738 4.612 70.834 
7 .664 4. 148 74.981 
8 .612 3.823 78.804 
9 .555 3.468 82.272 
10 .530 3.312 85.584 
11 .497 3.109 88.694 
12 .476 2.974 91.668 
13 .409 2.559 94.227 
14 .379 2.370 96.598 
15 .317 1.982 98.580 
16 .227 1.420 100.000 
Extraction Method: Principal Component Analysis. 
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Scree Plot 
6 
5 
3 
2 
~ 1 1--~--~~:==:==::==~=:==::==~~:=~==~~~~~~ ! 0 2 3 5 6 7 8 9 10 11 12 13 14 15 16 
Component Number 
Component Matrili' 
Comt onent 
1 2 3 
EMP14 .711 
EMP11 .662 -.492 
EMP1 6 .652 
EMP7 .630 .383 
EMP1 2 .622 -.3 10 
EMP2 .620 .441 
EMP15 .610 
EMP5 .599 
EMP1 3 .582 -.367 -.513 
EMP3 .580 .480 
EMP10 .576 
EMP1 .576 .505 
EMP8 .552 - .330 
EMP4 .550 .453 
EMP6 .535 
EMP9 .512 
Extraction Method: Principal Component Analysis. 
a. 4 components extracted . 
4 
-.316 
-.421 
-.465 
.524 
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